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ABSTRACT
Susan Cain (2012) coins the term Extrovert Ideal. According to her, this ideal is the notion that
extroversion is the preferred personality type in North American culture. This ideal extends to
leadership where the best leaders are expected to exhibit extroverted personality traits. The
Extrovert Ideal can be problematic for introverted leaders who may not fit the typical stereotype
of the ideal leader. The purpose of this phenomenological study was to explore the impact of the
Extrovert Ideal for introverted senior pastors who lead churches within the NorthStar Church
Network located in northern Virginia. The data collection for this study included semi-structured
interviews with ten senior pastors who are introverts according to the Myers-Briggs Type
Indicator assessment and have been senior pastors for at least three years. The desired outcome
of the study was a deeper understanding of the impact of the Extrovert Ideal on the leadership of
introverted senior pastors. The following five main conclusions were drawn from the research:
the Extrovert Ideal is not detrimental to the leadership of introverted senior pastors, the Extrovert
Ideal depends in part on whom one follows in leadership, introverted senior pastors need times of
rest and recharging, introverted senior pastors need to extend grace to themselves, and
communicating with clarity can help mitigate some of the implications of the Extrovert Ideal.
These findings may be beneficial for church leaders, congregants, church hiring committees, and
anyone wanting to better understand how the Extrovert Ideal impacts introverted church leaders.
The church benefits when introverts and extroverts alike lead from the unique personality that
God has gifted to them.

Keywords: introversion, extroversion, leadership, Extrovert Ideal, church, personality,
strengths-based leadership, authentic leadership
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CHAPTER ONE: RESEARCH CONCERN
Introduction
In her book Quiet, author Susan Cain (2012) argues that an Extrovert Ideal exists in
North American culture. Cain writes, “We live with a value system that I call the Extrovert Ideal
– the omnipresent belief that the ideal self is gregarious, alpha, and comfortable in the spotlight”
(p. 4). Cain argues that this belief is instilled in our culture from a young age. This belief is
potentially damaging to introverts because it propels the idea that extroversion is the preferred
personality type. Some resources even go so far as to describe introversion as a social disorder
(Sampson, 2011). Even more problematic is the notion of how the Extrovert Ideal extends to
leadership where the best leaders are thought to have an extroverted personality type. In line with
what Cain (2012) describes as the Extrovert Ideal, there is an overwhelming amount of literature
that supports the perception that people think extroverts make better leaders than introverts.
(Farrell, 2017: Fleeson et al., 2002: Laney, 2002: McHugh, 2009: Spark & O’Connor, 2021:
Stephens-Craig et al., 2015: York, 2016: Zelenski et al., 2012). This perception extends to church
leadership where McHugh (2009) notes that church hiring committees and congregations want
outgoing and energetic leaders who are more extroverted than introverted in their personality
type. This is unfortunate because introverts have the potential to bring unique leadership gifts to
build up the body of Christ.
The above information brings up an interesting question as it pertains to church
leadership. God calls both introverts and extroverts to leadership positions within the church
(Oswald & Kroeger, 1988). Therefore, what are the potential implications of the Extrovert Ideal
on introverted church leaders? For example, does the Extrovert Ideal cause some introverted
church leaders to cater to the leadership expectations of others rather than working from their
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unique strengths as introverts? Or more importantly, does the Extrovert Ideal cause some
introverted church leaders to hide their introversion and question their call to leadership in the
church? In consideration of these questions, research has shown that leaders can be most
effective when they lead from the unique personality that God has given them. (Borek et al.,
2005: Buckingham & Clifton, 2001: Malphurs, 2006: Rath & Conchie, 2008). According to
Buckingham and Clifton (2001), organizations achieve their greatest level of effectiveness when
they put people to work in their areas of strengths rather than their areas of weaknesses. When
someone works outside their specific area of strength and giftedness, the result can be
exhaustion, frustration and burnout. This is especially true in ministry where church leaders are
often under pressure to meet the needs and expectations of others. At a minimum, the Extrovert
Ideal can cause some church leaders to try to hide their introversion. Taken to the extreme, the
Extrovert Ideal may cause some outstanding introverted church leaders to become discouraged
and eventually leave the ministry. Thus, the dynamic between the Extrovert Ideal and its impact
on introverted church leaders will be the topic of this study.
Background of the problem
Sound leadership is vital to the success of any organization. A good leader can change the
entire direction of an organization for the better while a bad leader can be detrimental to an
organization. Maxwell (2007) says that everything rises and falls on leadership. Good leadership
is especially vital in the church where people look to their pastors for solid leadership and
spiritual guidance. Borek et al. (2005) put it this way, “Successful ministry rises and falls on
leadership” (p. 8). Similarly, Sanders (2007) points out that effective leadership is vital to the
overall health of a church. Sanchez (2020) highlights how faithful church leaders leave a legacy
that helps raise the next generation of healthy leaders.
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Despite the notion that leadership is vital to the overall health and effectiveness of the
church, many churches in the United States are in desperate need of good leadership. According
to Toler and Gilbert (2013), 20 percent of churches in the United States are not growing, and less
than five percent are growing simply by conversions from other churches (p. 1). Also, Rainer
(2016) says that approximately 90 percent of churches are losing ground in their communities.
One of the reasons that Rainer cites is complacency in the church. In other words, there are a
lack of leaders who are willing to step up and help lead effective change in the church. Hewitt
(2014) calls this a leadership crisis. He writes, “The church’s witnessing capacity to grow
spiritually and numerically is directly linked to the quality of the leadership that is equipping the
church for service and witness” (p. 206).
In light of this brief discussion on the current leadership crisis in the church, both
introverts and extroverts are needed to lead people to greater spiritual maturity in Christ.
However, due to the Extrovert Ideal, many introverted church leaders may feel that they do not
have the proper personality type for leadership. This was the case for McHugh (2009) as he
wrestled with his introverted personality and call to leadership in the church. Another problem of
the Extrovert Ideal is that some introverted church leaders may feel pressured to meet the
expectations of others and thus act more extroverted in their leadership. Acting more extroverted
can be detrimental for introverted leaders due to the different temperaments of introverts and
extroverts. Introverts tend to draw energy from extended periods of solitude, so attempting to be
more extroverted in their leadership could be exhausting (Brandt & Laiho: 2013, Cain, 2012:
Kahnweiler, 2013: Laney, 2002). While there are times when introverted leaders may have to
exhibit extroverted qualities, a leader who consistently works outside their area of strength may
become susceptible to frustration and burnout (Oswald & Kroeger, 1988). Introverts, in
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particular, could be especially susceptible to this frustration and burnout. For example, Swider
and Zimmerman (2010) conducted a study in which they found that people who are lower in
extroversion are more vulnerable to burnout. Interestingly, they also suggest that extroverts who
are in introverted positions could become vulnerable to burnout. They write, “while extroversion
is generally negatively related to burnout, an extravert working in a job requiring isolation may
be more likely to suffer from job burnout” (p. 502). Overall, Swider and Zimmerman’s findings
seem to reinforce the notion that working outside of one’s area of strength could be detrimental
for a leader.
Contributing to the notion of the Extrovert Ideal, several studies show the preference for
extroverted leaders in North American culture. For example, Farrell (2017) notes that extroverts
are more likely to be perceived as leaders due to their strong personality type. Similarly,
Stephens-Craig et al. (2015) point out the prevailing view in North American culture that
effective leaders are expected to have a charismatic and outgoing personality. Spark and
O’Connor (2021) note that extroverts are more likely to emerge as leaders. This perception of
successful leaders being extroverted can possibly be traced back to the trait-based leadership
theory. According to Northouse (2016), the trait-based leadership theory says that leaders are
born with certain personality traits that set them apart. In line with the Extrovert Ideal, these
personality traits often favor extroverts.
Despite the notion of the Extrovert Ideal, introverts have distinct personality traits that
can help them to become excellent leaders (Kahnweiler, 2013: Laney, 2002: McHugh, 2009:
Oram, 2016: York, 2016). Some of these traits include analytical thinking, being detail-oriented,
being a good listener, and being cautious before making important decisions (Stephens-Craig et
al., 2015: York, 2016). Within the church, many of the spiritual disciplines are activities that may
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be familiar to introverts. For example, Oswald and Kroeger (1988) write, “The spiritual
disciplines are deeply introverted activities—meditation, prayer, journaling, silent retreats,
fasting, Bible reading, spiritual direction, worship” (p. 30). Overall, the point is that introverts
can bring a unique and vital leadership perspective to the church. It would thus be unfortunate if
fewer introverts pursued leadership positions in the church because of the Extrovert Ideal.
In summary, the Extrovert Ideal is potentially detrimental to introverted church leaders.
The unfortunate downside of this phenomenon is that some introverts may shy away from
leadership positions because of the overwhelming stress of trying to meet the expectations of
others. Another downside of this phenomenon is that many excellent introverted leaders may
leave the ministry because they feel they do not have the right personality traits to lead others
effectively. The downside is intensified by the notion that being an introvert is often seen in a
negative light (Fleeson et al. 2002: Sampson, 2011: Zelenski et al., 2012).
Statement of the problem
The problem this study seeks to address is the notion that the Extrovert Ideal has
potentially had a negative impact on introverted church leaders. As a result of the Extrovert
Ideal, many introverted church leaders potentially feel the pressure to become more extroverted
in their leadership. For example, many introverted church leaders may try to become more
charismatic, outgoing, exuberant, and gregarious in their leadership even though these leadership
behaviors are outside their areas of strength. While this may work for brief periods, the results of
consistently operating in an area of weakness rather than an area of strength can be stress,
frustration, exhaustion, burnout, and an inability to reach one’s leadership potential.
The potential negative consequences of the Extrovert Ideal could place an unnecessary
strain on the church because of the critical need for solid leadership. In addition, the church loses
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out when it looks to its leaders for a specific personality type rather than a heart that is bent
towards serving God wholeheartedly and shepherding God’s people in a Christlike manner.
Overall, the Extrovert Ideal is potentially damaging to introverted church leaders because it
places undue pressure on their overall leadership and how they guide and influence others. The
Extrovert Ideal is also unfair to the people being led because they are not getting the leader’s full
potential. The result is a dangerous mix where introverted leaders are potentially burned out and
frustrated in ministry while the church is not getting the leadership it needs to grow and disciple
others to greater maturity in Christ. This problem is particularly troublesome in light of the
overall leadership crisis in the church where there is a desperate need for good leadership
regardless of the particular personality type of the leader.
Purpose Statement
The purpose of this phenomenological study is to explore the impact of the Extrovert
Ideal on introverted senior pastors who lead churches within the NorthStar Church Network
located in northern Virginia. The Extrovert Ideal is defined as the perception that the ideal senior
leaders in the church are extroverted. This research also proposes a connection between two
leadership theories, strengths-based leadership and authentic leadership. Strengths-based
leadership says that people are more effective when working in an area of strength rather than
weakness (Rath, 2007). Authentic leadership says that people like to follow leaders who are
consistent in their values, beliefs and actions (Northouse, 2016).
Research Questions
RQ1. To what extent, if any, have introverted senior pastors ever questioned their call to
leadership in light of their personality?
RQ2. What are the implications for introverted senior pastors as they experience the
Extrovert Ideal within the church?
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RQ3. To what extent, if any, has the Extrovert Ideal impacted the leadership styles of
introverted senior pastors?
RQ4. How do introverted senior pastors communicate their leadership style to their
congregation in order to manage expectations?

Assumptions and Delimitations
Research Assumptions
There are several assumptions and delimitations of this study. One of the main
assumptions is that the Extrovert Ideal does exist in North American churches today. For
example, church congregations and hiring committees want energetic, highly outgoing senior
leaders who are more extroverted in their personality type (McHugh, 2009). The extent of the
Extrovert Ideal may vary from church to church, but the overall assumption is that the Extrovert
Ideal does exist within the church. This ideal creates a complex dynamic for introverted church
leaders as they wrestle with their introverted personality type and their call to leadership within
the church. Compounding this problem is the notion that introverted leaders are sometimes
overlooked for leadership positions in the church despite the value they offer to the body of
Christ.
Another underlying assumption of this study is that God calls both introverts and
extroverts to leadership positions within the church. Despite the Extrovert Ideal, God can use all
different types of people to lead others for His glory. 1 Corinthians 1:27 says, “But God chose
what is foolish in the world to shame the wise; God chose what is weak in the world to shame the
strong” (English Standard Version, 2001). Take the example of David. In 1 Samuel 16 (English
Standard Version, 2001), Samuel anoints David to be king of Israel. However, based on the
outward appearance of David’s brothers, Samuel initially thought Jesse’s son Eliab would be the
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next king of Israel because of his physical stature. 1 Samuel 16:7 says, “But the Lord said to
Samuel, ‘Do not look on his appearance or on the height of his stature, because I have rejected
him. For the Lord sees not as man sees: man looks on the outward appearance, but the Lord
looks on the heart’” (English Standard Version, 2001). Therefore, an essential characteristic of a
church leader is not necessarily extroversion or introversion but a heart bent towards serving God
and leading in a way that brings glory to God.
Another assumption of the research is the significant importance of leadership. Maxwell
(2007) says that everything rises and falls on leadership. Good leadership is especially true in the
church where influential leaders are needed to point others towards the good news of the Gospel
(Sanders, 2007). Introverts and extroverts alike who have the gift of leadership are needed within
the church. As Hewitt (2014) proposed, the ability of the church to carry out the Great
Commission is directly linked to the quality of leaders the church is raising. The importance of
effective leadership will undergird this entire study.
Delimitations of the Research Design
One of the delimitations of the research project is related to the sample of the study. For
example, only introverted senior pastors were interviewed for the study. The senior pastors had
to self-assess as introverts and they had to be confirmed as introverts according to the MyersBriggs Type Indicator (MBTI) assessment. Thus, extroverted leaders were not interviewed even
though they may have additional insight into how the unique personality behaviors of their
introverted brothers and sisters in Christ can contribute to the overall effectiveness of leadership
within the church.
A second delimitation of the study is that it only examines church leadership from the
context of senior pastors. Therefore, the findings may not necessarily apply to other leaders in
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the church such as teaching pastors, executive pastors, student pastors, worship pastors, and
small group leaders. The leadership styles of senior pastors and how they respond to the
leadership expectations of their congregation may be different from what other church leaders
experience. For example, an executive pastor or a small group leader who operates in a more
behind-the-scenes role than the senior pastor may not experience the Extrovert Ideal in the same
way that the senior pastor does.
A third delimitation is that the participants must have been a senior pastor for at least
three years. Three years was chosen because it allows the pastor to understand the leadership
expectations of the congregation over a sustained period of time. Thus, the study did not include
a potential participant who had not been a senior pastor for at least three years.
A fourth delimitation is that this study focused only on senior pastors who lead churches
affiliated with the NorthStar Church Network located in northern Virginia. This context was
chosen for the study since the NorthStar Church Network provides a wide variety of churches
located throughout northern Virginia. In addition, the NorthStar Church Network falls under the
overarching guidance and support of the Baptist General Association of Virginia (BGAV).
Since this study was confined to churches affiliated with the NorthStar Church Network,
a fifth delimitation is that congregation size was not considered as part of the criteria.
Congregation size could potentially have an impact on how each pastor experiences the
Extrovert Ideal. For example, the senior pastor of a church with a congregation of 50 people may
experience the Extrovert Ideal differently than the senior pastor of a church with 500 people.
Leadership demands and expectations could be exacerbated in a larger church where there is
potentially more significant pressure on the senior pastor to be more extroverted. Similarly, the
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leadership demands on a smaller church pastor could be challenging because the congregation
has closer proximity to the leader. Future studies could consider these differences.
A sixth delimitation is the use of the Myers-Briggs Type Indicator (MBTI) assessment.
York (2016) writes, “Criticism of MBTI is that it declares someone as either extroverted or
introverted when almost everyone is a mixture of both traits” (p. 23). Also, individuals can have
different scores on the MBTI depending on when they take the assessment. For example, current
life situations may impact a person’s score at any point in time. Overall, while the MBTI does
have its limitations and potential drawbacks, it is a widely-recognized tool for helping people
determine whether they are more extroverted or introverted in their personality type (Lake et al.,
2019: Tucker, 2011).
Definition of Terms
1. Myers-Briggs Type Indicator (MBTI) – A questionnaire developed by Isabel Briggs
Myers (1962) designed to measure the classification of different personality types. The
MBTI is a helpful tool for understanding human personality. There are four main
categories of the MBTI: Extroversion-Introversion, Sensing-Intuition, Thinking-Feeling,
and Judging-Perceiving. This study will focus specifically on the ExtroversionIntroversion aspect of the MBTI.
2. Introvert – A type of personality temperament that draws energy by spending time alone
in thought and reflection. Introverts prefer solitary activities where they can recharge.
Introverts also tend to be quieter and have deep relationships with only a few close
friends. Introverts can be drained by large groups of people (Humphrey, 2014:
Kahnweiler, 2016: Laney, 2002).
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3. Extrovert- A type of personality temperament that draws energy from the outside world.
Extroverts enjoy being around large groups of people and are often very talkative and
charismatic. (Brandt & Laiho, 2013: Humphrey, 2014: Kahnweiler, 2016).
4. Leadership – There are numerous definitions of leadership. For the purpose of this study,
the following definition from Malphurs (2003) will be used to describe leadership,
“Christian leadership is the process whereby servants use their credibility and capability
to influence people in a particular context to pursue their God-given direction” (p. 7).
Therefore, leadership will be referred to as the process whereby church leaders use their
gifts and strengths to influence others to grow into greater spiritual maturity.
5. Extrovert Ideal – This term was first coined by Cain (2012). It refers to the idea that the
ideal personality type in North American culture is extroversion. Cain wrote, “We live
with a value system that I call the Extrovert Ideal – the omnipresent belief that the ideal
self is gregarious, alpha, and comfortable in the spotlight” (p. 4).
6. NorthStar Church Network – According to NorthStar’s foundational beliefs, “NorthStar
Church Network is a diverse family of autonomous congregations committed to
practicing Baptist distinctives and living out the Great Commission of Jesus Christ”
(NorthStar Church Network, n.d.). NorthStar consists of Baptist-affiliated churches
located throughout northern Virginia.
7. Strengths-based Leadership – Strengths-based leadership is built on the premise that
leaders work best when working from an area of natural giftedness (Rath & Conchie,
2008).
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8. Authentic Leadership – Authentic leadership says that people like to follow leaders who
are consistent in their values, beliefs and actions (Northouse, 2016). Walumbwa et al.
(2008) define authentic leadership as the following:
A pattern of leader behavior that draws upon and promotes both positive
psychological capacities and a positive ethical climate, to foster greater selfawareness, an internalized moral perspective, balanced processing of information, and
relational transparency on the part of leaders working with followers, fostering
positive self-development (p. 94).
Significance of the study
The Extrovert Ideal has had a considerable impact on North American culture. The main
result is that the ideal self is seen as more extroverted than introverted (Cain, 2012). The
Extrovert Ideal carries over to leadership, where organizations and churches expect their leaders
to fit the typical extroverted personality type. This belief can be troublesome for introverted
church leaders. Thus, research is needed to show the positive or negative impact of the Extrovert
Ideal on introverted church leaders.
Another significant need for the study is seen by examining the importance of leadership
within the church. As Hewitt (2014) notes, there is a leadership crisis in the church where
influential leaders are needed to shepherd others into a growing relationship with the Lord.
Introverts and extroverts alike are needed as leaders in the church. However, due to the Extrovert
Ideal, introverts may feel less inclined to fill leadership positions within the church because they
think they do not have the right personality type. This is unfortunate because of the unique
leadership gifts that introverts bring to the church. Thus, a study is needed to examine the impact
of the Extrovert Ideal on introverted senior pastors who are currently leading their respective
churches. To date, there have been a couple of studies on the effectiveness of introverted church
leaders but nothing in terms of examining the impact of the Extrovert Ideal on introverted church
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leaders. Thus, this study will be important for filling this gap in the research and may be helpful
for other introverts who are wrestling with a call to church leadership.
In addition to the above reasons for the significance of the study, other studies point
towards a need to examine the impact of the Extrovert Ideal on introverted church leaders. For
example, several studies seem to extol the personality traits of extroverts and contribute to the
notion of the Extrovert Ideal. Fleeson et al. (2002) examined people’s level of happiness when
acting extroverted and introverted. They found that extroverts and introverts alike are happier
when they act more extroverted. Spark et al. (2018) did a study in which they found that
introverts are less likely to emerge as leaders compared to extroverts. Though these studies were
not conducted within the context of the church, they have a significant impact on introverted
church leaders. For example, introverted church leaders may feel pressured to act more
extroverted in their leadership, which could lead to exhaustion and burnout in ministry.
Introverted church leaders may even begin to question their call to leadership in light of their
introverted nature. Thus, research is needed to ascertain whether or not introverted church
leaders feel pressured to act more extroverted in their leadership. Research is also needed to help
determine how introverted church leaders can communicate their unique leadership style to the
church in order to mitigate unrealistic expectations. Overall, the findings of the study could
prove beneficial to the church since introverted leaders bring unique leadership gifts to help build
up the church.
Summary of the design
This study uses a phenomenological design. Leedy and Ormrod (2016) write the
following about the phenomenological design, “A phenomenological study is a study that
attempts to understand people’s perceptions and perspectives relative to a particular situation. In
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other words, a phenomenological study tries to answer the question ‘What is it like to experience
such-and-such?’” (p. 255). Creswell (2014) states that phenomenological research focuses on the
lived experiences of the participants as they experience a particular phenomenon. In the case of
this study, the research will focus on the lived experiences of 10 introverted senior pastors as
they describe their experience of leading as an introvert in a culture that extols extroverted
leadership qualities. The phenomenological approach is advantageous because it allows the
researcher to examine the deep meaning that the participants ascribe to the phenomenon being
studied.
The first stage of this phenomenological design included purposive sampling in
determining which senior pastors within the NorthStar Church Network would be sent the MBTI
assessment. This researcher worked with the staff of NorthStar to identify senior pastors who
self-assessed as introverts and were also willing to volunteer for the study. Each of these senior
pastors was sent the MBTI assessment in order to confirm their introversion.
The second stage of the phenomenological design was developing the interview questions
and conducting the interviews. Face-to-face interviews utilizing Zoom, a web-based video
conferencing platform, were conducted with each participant. The interviews were semistructured. The semi-structured interview approach meant that a general set of questions
(Appendix H) guided the interview with each participant. However, the sub-questions varied
slightly from participant to participant (Lichtman, 2014). The semi-structured approach is
advantageous because it gives the interviewer a general guide to follow while at the same time it
also gives the interviewer the flexibility to ask additional questions as the phenomenon is
explored with each participant.
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Stage three of the study was the analysis of the data. Leedy and Ormrod (2016) state that
organizing the data is one of the most challenging aspects of qualitative research. This study
employed Yin’s (2016) five-phased cycle of qualitative data analysis including compiling,
disassembling, reassembling, interpreting, and concluding. Within this cycle, the interviews were
video and audio-recorded and then transcribed using a tool called Otter.ai. The transcriptions
were then checked for accuracy to help assist with the coding of the data.
The data was coded according to the main themes that arose during the interviews. The
themes were then reorganized into different groupings and categories for further analysis to find
the broader meanings and patterns from the data. A descriptive interpretation was then used to
provide an understanding of the impact of the Extrovert Ideal on introverted senior pastors. The
significant findings were then highlighted in the conclusion portion of the research. Five main
conclusions were reached as a result of the data analysis.
Overall, the study was designed to gain a deep understanding of the impact of the
Extrovert Ideal on introverted senior pastors. Relevant literature which undergirds this entire
study is described in Chapter Two. Chapter Three examines the design specifics of the study.
Chapters Four and Five delve into the results and conclusions of the study.
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CHAPTER TWO: LITERATURE REVIEW
Overview
What is expected of church leaders today? For example, are they expected to be more
introverted or extroverted in their leadership? Do church members have certain expectations for
how senior pastors are supposed to interact with and lead others? Are these expectations realistic?
In her book Quiet, author Susan Cain (2012) argues that an Extrovert Ideal exists in North
American culture. This is the idea that the ideal personality type is charismatic and outgoing. In
the context of leadership, this means that the ideal leaders are perceived to be extroverts. If the
Extrovert Ideal is true, then it would be reasonable to assume that people expect their leaders to be
more extroverted in their personality type. McHugh (2009) notes that church hiring committees
often want outgoing and energetic leaders who are more extroverted than introverted. This outlook
could be particularly troublesome for introverted leaders whom God calls to serve the church.
God calls both introverts and extroverts to leadership positions in the church (Oswald &
Kroeger, 1988). In addition, He calls each leader to lead from the unique personality that He has
gifted them with (Borek et al., 2005). Frustration, exhaustion and burnout in ministry can
potentially occur when leaders try to live up to the expectations of others. In that light, this
literature review will examine the research related to the Extrovert Ideal and its potential impact
on church leaders. The review will include exploring the theological and theoretical foundations
on which personality types are best suited to be in positions of leadership. The review will also
include examining the related literature, a rationale for the current study, a gap in the literature,
and a profile of the current study.
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Theological Foundations
This section explores the biblical and theological foundations of introversion and
leadership. It is clear from Scripture that there is no one-size-fits-all approach to leadership. In
their work on examining several case studies of different leaders throughout Scripture, Borek et
al. (2005) write the following, “Leadership is always expressed differently because each leader
has a different personality and different strengths, and each group of followers has different
needs” (p. 8). Throughout Scripture, God calls leaders from many different backgrounds and
personality types to lead others to advance His kingdom. Thus, the goal of this section will not
be to put biblical leaders in a predetermined personality box but to show how God uses
introverted and extroverted characteristics to lead others for His glory.
As this section explores the theological foundations on introversion and leadership, the
goal is to point towards Scripture to show how God uses different personalities to lead others for
His glory. As Tanner (2015) notes, people generally fall into two different sides of the spectrum
when examining introversion and extroversion in light of Scripture. People either believe
everyone in the Bible is an extrovert or they see the introverted nature of everyone in the Bible
(p. 31). A better approach is to examine leaders from the Bible and see where they may have
demonstrated introverted or extroverted behaviors and how this impacted their leadership.
Therefore, this section will explore the personality of three biblical leaders: Moses, Paul, and
Jesus. The goal is not to put them in a predetermined personality box but instead highlight some
fundamental differences in their personalities and how this impacted their leadership. While
Moses and Paul fall far short of the leadership of Jesus, they both had very different personalities
that God was able to use in leading others.
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What God ultimately requires of leaders is humility and a willingness to submit to His
leadership in their lives. This humility and submission to God’s leadership can be exhibited by
introverts and extroverts alike. Rather than having a specific personality type, strong biblical
leaders are more concerned about God’s agenda than their own. Howell (2003) writes, “Biblical
leadership maintains a laser-like concentration on God’s clearly stated agenda, that is, the
evangelization of the lost, the edification of the saved, and the establishment of vital churches”
(p. 301). Micah 6:8 sums up what God requires of not just leaders but all Christians whether
introverted or extroverted, “He has told you, O man, what is good; and what does the Lord
require of you but to do justice, and to love kindness, and to walk humbly with your God”
(English Standard Version, 2001). In consideration of this biblical mandate, the following
section will examine from a theological perspective how God gives people different leadership
and personality gifts with the overarching purpose to walk humbly before him and lead others in
a way that points them towards the good news of the Gospel. Overall, the biblical and theological
foundation of leadership will show that God does not cater to one personality type when it comes
to leadership. However, He does require a heart that is sold out to following His guidance and
using one’s unique gifts and abilities to lead others for His glory.
Biblical Definition of Leadership
Leadership can be hard to define because so many people have different opinions on
leadership and what it means to be an effective leader. Perhaps the most important question then
is how does Scripture define leadership? While there are no overt definitions of leadership in
Scripture, it is very evident that a biblical leader influences others with the purpose of advancing
God’s kingdom on earth. Malphurs (2003) puts it this way, “Christian leadership is the process
whereby servants use their credibility and capability to influence people in a particular context to
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pursue their God-given direction” (p. 7). Similarly, Howell (2003) offers the following sound
definition of biblical leadership, “Biblical leadership is taking the initiative to influence people to
grow in holiness and to passionately promote the extension of God’s kingdom in the world” (p.
3). The above definitions provide a broad enough overview to show that leadership from a
biblical perspective is not limited to a specific personality type or people with a particular set of
predisposed leadership gifts. God has created humanity with unique gifts and personalities and
the biblical narrative is replete with individuals whom the world would probably have passed
over for leadership positions. However, God used these individuals to accomplish incredible
things for His glory.
The Extrovert Ideal and Scripture
Before diving deep into the theological foundations of introversion and leadership, it is
essential to understand why this issue is important. In North American culture, the ideal
personality type is seen as extroverted (Cain, 2012). McHugh (2009) argues that this ideal is
alive and well within the church. For example, he argues that the Western church in general
caters to extroverts. The implications for introverts are that they can feel unwelcomed or even
isolated in the church. To complicate matters even more for introverts, McHugh gives examples
of quotes from several church leaders that have been detrimental to introverts. One such quote is
from the late Richard Halverson (1982), who served as chaplain of the United States Senate from
1981 to 1995. He wrote, “The extrovert God of John 3:16 does not beget an introvert people.
There is a terrible tendency to make the gospel serve us, to use it as a protection against the
realities of life as though Christ died to preserve the status quo” (p. 98-99). In another quote, C.
John Miller (1986) writes, “But the introverted church wants to secure the church doors against
divine surprises and unannounced entrances by the King” (p. 33). Examining these quotes, one
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can understand why McHugh (2009) argues that so many introverts feel misplaced in the church
and that their introversion is a form of disobedience.
Another reason why this issue is important from a biblical perspective is because of the
many unrealistic leadership expectations of the congregation. Oswald and Kroeger (1988) sum
this up very well when they write the following:
Every parishioner carries with him or her an image of what a pastor ought to be like, what
s/he ought to see as priorities, how her/his time ought to be spent. The religious authority
will continually run into these differing expectations regarding the pastoral role. Unless
these differences are negotiated, discontent will rise in the congregation. (p. 32)
Every parishioner also carries an idea of what the pastor’s personality should be like
(McHugh, 2009). If these ideas are tilted towards extroversion, then introverted senior pastors
may feel pressure to be more extroverted in their leadership to meet those unrealistic
expectations of the congregation.
Despite the notion of extroverts having the preferred leadership traits, an important
question to ask from a biblical perspective is whether or not the Extrovert Ideal stands up to the
truth of Scripture. For example, is there is a particular personality type in Scripture that stands
out above the rest? Also, is there a particular personality type in Scripture that is best suited to
leadership? These questions can be answered by examining the doctrine of the image of God, the
doctrine of the Trinity, and examining the personalities of several biblical leaders.
The Doctrine of the Image of God
What does it mean to be created in the image of God? Genesis 1:26-27 provides the
Scriptural foundation for how humanity is created in the image of God:
Then God said, “Let us make man in our image, after our likeness. And let them have
dominion over the fish of the sea and over the birds of the heavens and over the livestock
and over all the earth and over every creeping thing that creeps on the earth.” So God
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created man in his own image, in the image of God he created him: male and female he
created them. (English Standard Version, 2001)
Understanding the doctrine of the image of God is foundational for grasping the
significance of human beings’ unique makeup in light of God’s image. Theologians have debated
this doctrine for centuries. Anderson (1982) writes the following about the doctrine of the image
of God, “It is a foundational concept for understanding the biblical teaching concerning the
nature and value of human personhood” (p. 70). According to Kilner (2015), the image of God
has unfortunately been misused throughout the centuries to cut down and repress certain people
groups. Kilner argues that the problem becomes when we see the image of God as damaged in
some way. If the image is damaged, this can lead to a slippery slope where one group can see
another group as less important than others. For example, if the ideal self is seen in Scripture as
extroverted, then introverts may be alienated or described as outcasts. Kilner strongly affirms
that the image of God is not damaged at all. Sin damages people, but the image of God remains
intact. Since the image remains intact, this leads to the conclusion that each person, no matter
their current circumstances, has innate value and worth because they are created in the image of
God. In terms of personality, God created all people with unique gifts and talents including their
personality type.
The doctrine of the image of God emphasizes that all humans are made in the image of
God. Sanchez (2020) points out that God’s image is not limited to a specific individual or people
group. As image-bearers, Sanchez notes that humans represent God on earth. For leaders, this
means being God’s representatives to their respective congregations. 2 Corinthians 5:20 (English
Standard Version, 2001) uses the term ambassador to describe followers of Christ. In light of the
doctrine of the image of God, being an ambassador is not limited to a particular personality type.
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All Christian leaders are called to be God’s representatives on earth and lead in a way that brings
glory to God.
In evaluating the doctrine of the image of God, leaders should look to Scripture for
guidance rather than culture. The Extrovert Ideal says that a great leader is outgoing, charismatic
and gregarious (Cain, 2012). Jesus, on the other hand, says in Matthew 20:26-28 (English Standard
Version, 2001) that greatness is found in serving others. Stott (2002) makes an excellent point that
the model of leadership in the church is shaped more by culture than it is by Jesus. This is not to
say that there is no value in cultural models of leadership. However, it does serve as a reminder
for church leaders to look to Scripture for guidance rather than culture (Robinson, 2009). The
apostle Paul said in Galatians 1:10, “For am I now seeking the approval of man, or of God? Or am
I trying to please man? If I were still trying to please man, I would not be a servant of Christ”
(English Standard Version, 2001). This verse provides an excellent example for introverted church
leaders not to try to live up to the leadership expectations of others but rather to lead in a way that
honors God alone.
Doctrine of the Trinity
Another doctrine that has a profound impact on personality type is the doctrine of the
Trinity. The doctrine of the Trinity can be difficult to understand since it is not explicitly stated
in Scripture (McGrath, 2017). However, this doctrine is essential to understanding the relational
nature of God and how He creates humanity with unique gifts and personalities to be in
relationship with Him and one another. This relational nature of God is first seen within the
Trinity. Groothuis (2011) writes, “The doctrine of the Trinity affirms that each member of the
Trinity has been in an eternally loving relationship with each other member of the Trinity” (p.
84).
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The doctrine of the Trinity includes the three-in-oneness nature of God: God the Father,
the Son, and the Holy Spirit (Chiavone, 2009: Erickson, 2013: Grenz & Smith, 2014: McGrath,
2017). Erickson (2013) remarks that the doctrine of the Trinity is crucial because it helps us
understand what God is like. Grenz and Smith (2014) state that the triune nature of God means
that God can be described as relational or community. Chiavone (2009) gives a social
understanding of the Trinity in which he explains that all three members of the Trinity are
genuinely different, yet they are all equally important. He makes the following correlation to
human society. “The different identities and divinely ordained relationships amongst human
persons have implications for human behavior. Not all human persons are the same, though they
have a common human nature” (p. 221). Indeed, humans have various personality types, yet they
share the commonality of being created in the image of God.
The relational nature of God indicates that He created humanity to be in relationship with
Him and with one another. God created humanity with unique personalities to enjoy Him and to
be in fellowship with one another. This doctrine has significant implications for introverts and
extroverts alike because humanity wasn’t created to be in isolation from one another. The unique
gifts and personalities of introverts and extroverts will be expanded upon later in this chapter but
suffice it to say for now that through God’s relational nature, He affirms the unique personhood
of humanity (Grenz & Smith, p. 28). Each person is created in His image with a unique
personality that can ultimately be used for His glory.
Furthermore, there does not appear to be anything in the doctrine of the image of God or
the doctrine of the Trinity that would indicate that one set of personality traits is more valuable
than another. There also does not appear to be anything in these doctrines that show one
personality type is better suited to leadership. Instead, there appears to be an appreciation for the
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similarities and differences of humans created in God’s image. Ware (2005) puts it the following
way:
That the God who is one in essence and three persons is also good, enables us to accept
and embrace the equality and differentiation, and the authority and submission, that by
God’s design are part and parcel of our own human existence. (p. 107)
After examining the doctrines of the image of God and the Trinity, this chapter will now
turn its attention to several biblical examples of leadership to show how God uses people from
different backgrounds and personality types to lead others for His glory.
Biblical examples of leadership
It is important not to cast biblical leaders into predetermined personality boxes. Thus, the
purpose of this section will be to show some different leaders from Scripture and how God used
their different personalities to lead others. This is an important point because introverts and
extroverts are characterized by very different personality behaviors and temperaments that
enable them to draw energy in different ways. For example, extroverts draw energy by being
around large groups of people while introverts, on the other hand, draw energy from times of
solitude where they can reflect on their thoughts (Brandt & Laiho, 2013: Cain, 2012: Laney,
2002). So overall, while the purpose of this section is not to put biblical leaders into a
predisposed personality type, several biblical leaders can give great insight into the unique
personalities that God has gifted to people.
The Leadership of Moses
A unique starting point for examining biblical leadership is Moses. Moses was a great
leader whom God used to lead the Israelites out of Egypt. However, an often-overlooked aspect
of his personality is that he was not always a reluctant leader (Ben-Hur & Jonsen, 2012). In
describing his reluctance, Ben-Hur and Jonsen describe Moses as the accidental leader because
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he did not aspire to be the leader of the Israelites. In fact, it seemed quite the opposite as Moses
argued with God on why he should not be chosen as a leader. Overall, it seems as if God chose
Moses rather than Moses choosing the leadership position.
Moses’ reluctance to lead is seen best when God called him to assemble the elders of
Israel and speak to them. Moses responded in Exodus 4:10 by saying, “Oh, my Lord, I am not
eloquent, either in the past or since you have spoken to your servant, but I am slow of speech and
of tongue” (English Standard Version, 2001). Commenting on this verse, Hamilton (2011) notes
that Moses’ reluctance to lead could be due to his belief that he does not have the gifts necessary
to be the right intermediary for the Israelites. Tanner (2015) notes how Moses has no desire to be
in the spotlight. God’s response to Moses in Exodus 4:11-12 is telling, “Then the Lord said to
him, ‘Who has made man's mouth? Who makes him mute, or deaf, or seeing, or blind? Is it not I,
the Lord? Now therefore go, and I will be with your mouth and teach you what you shall speak’”
(English Standard Version, 2001). Moses responds to God by asking Him to send someone else.
God eventually agrees that Aaron will speak to the people on Moses’ behalf.
In examining the above story, many introverts can relate to Moses’ reluctance to lead.
Introverts who are less comfortable in the spotlight may feel reluctant to step up in leadership
roles within the church. While we do not know the exact makeup of Moses’ personality type, it is
notable that one of the most prominent figures from the Bible did not feel comfortable in the
spotlight. However, the biblical narrative shows that Moses grew to become one of Israel’s most
significant leaders on God’s behalf (Howell, 2003). The leadership journey of Moses is
remarkable considering his initial reluctance.
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The Leadership of Paul
Another influential leader from the Bible is Paul. While it is a stretch to paint Paul as an
introvert or extrovert, Bruce (2000) describes Paul’s personality as gregarious and sociable.
These would most certainly be traits used to describe extroverts. However, more so than having a
specific personality type, his steadfast commitment to follow the Lord seemed to set Paul apart
as a leader. Bruce writes, “Paul strikes us as a man possessed of uncommon strength of will, not
easily to be turned aside from the path which he believed it to be his duty to follow” (p. 459).
Examining the leadership characteristics of Paul and his dedication to obey God’s calling in his
life provides an excellent example for all leaders regardless of their personality type.
Paul appears to be very comfortable in his position as a leader. In Galatians 1 (English
Standard Version, 2001), Paul defends his apostolic authority as a messenger of the Gospel
(Howell, 2003). Also, Paul was not afraid to use his leadership position to confront others. For
example, Paul confronts Peter in Galatians 2:11-14 for Peter’s hypocritical behavior in not
associating with the Gentiles when other Jews were around. Paul writes the following in
Galatians 2:11-14:
But when Cephas came to Antioch, I opposed him to his face, because he stood
condemned. For before certain men came from James, he was eating with the Gentiles:
but when they came he drew back and separated himself, fearing the circumcision party.
And the rest of the Jews acted hypocritically along with him, so that even Barnabas was
led astray by their hypocrisy. But when I saw that their conduct was not in step with the
truth of the gospel, I said to Cephas before them all, “If you, though a Jew, live like a
Gentile and not like a Jew, how can you force the Gentiles to live like Jews?” (English
Standard Version, 2001)
Of course, Paul’s willingness to confront others and assert his leadership authority does
not indicate that he had an extroverted personality. However, it does show that he was
comfortable in his leadership position. Since Paul was comfortable in his calling and position,
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God was able to accomplish incredible things throughout his life. Paul’s leadership is a testament
that God can use anyone to lead others regardless of their personality type. Paul grew from a
persecutor of Christians to a leader responsible for taking the gospel to the Gentiles. His growth
as a leader stemmed from his willingness to surrender to God’s leadership in his own life.
In summary of Paul’s leadership, Cole (2011) puts it this way, “Leadership doesn’t start
with an education, an obvious spiritual gift, or a charming and electric personality. The journey
to significance starts with the mere willingness to surrender the status quo and take the first step
of faith into the adventure” (p. xxi). Overall, the leadership characteristics of Paul helps to show
that leadership from a Scriptural perspective does not hinge on one personality type such as
introversion or extroversion, but on a heart bent towards being sold out to following God’s
leading and surrendering to His will.
The Leadership of Jesus
An examination of leaders from the Bible would not be complete without examining the
life of Jesus. Jesus was the ultimate leader who was willing to lay down His life for our sake. His
life speaks volumes about leadership. While we have to be careful not to draw incorrect
assumptions from Scripture and paint Jesus into a predetermined personality box, several
examples show Jesus behaving in an introverted manner. For instance, Jesus frequently withdrew
from the crowds to find a place to pray. Luke 5:15-16 says, “But now even more the report about
him went abroad, and great crowds gathered to hear him and to be healed of their infirmities. But
he would withdraw to desolate places and pray” (English Standard Version, 2001). Withdrawing
from the crowd and finding times of solitude is a highly introverted characteristic (McHugh,
2009: Cain, 2012). Also, Jesus devoted a large portion of his life to investing in a small group of
disciples. Coleman (1993) wrote, “Though he did what he could to help the multitudes, he had to

42

devote himself primarily to a few men, rather than the masses, in order that the masses could at
last be saved. This was the genius of his strategy” (p. 33-34). Investing in a small group of
disciples is an introverted characteristic as introverted leaders tend to focus on deep relationships
with a few people rather than shallow relationships with many people. The point is not to say that
Jesus was an introvert, but simply that some of the leadership traits He exemplified would be
very common to introverted leaders.
An interesting study on Jesus’ personality was conducted in 2004 at a private, Baptist
university in the mid-South (Howell, 2004). The study surveyed 79 students at the university.
Overwhelmingly, 97 percent of the students surveyed identified Jesus as an extrovert. What makes
this number so surprising is the point that Jesus’ personality is not clearly identified in Scripture
(McHugh, 2009). Another interesting point of the study is that 54 percent of the students surveyed
tested as introverts. Why would such a large number of them then identify Jesus as an extrovert?
The professor conducting the study (Howell, 2004) offered the following explanation that seems
to fit well with the Extrovert Ideal:
The perception of an extroverted Jesus might reflect a tendency within American culture
to value extroversion over introversion. If one assumes extroversion to be better, one might
conclude that Jesus, being the perfect human being, would have been an extrovert. Such an
assumption might make it easier to identify those instances when Jesus sought out the
crowds and worked quite well among them, and easier to overlook those times when Jesus
met the crowds only after attempting to get away by Himself, spending time in deliberate
solitude where he seemed to prepare, or energize Himself for what lay ahead. (Howell,
2004, p. 54).
If Jesus is seen as an extrovert, then it seems reasonable to conclude that church members
expect their senior pastors to be extroverted as well. Thus, introverted leaders can often be
overlooked despite the unique value and contribution they bring to the body of Christ.
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Furthermore, introverted church leaders may feel the pressure to act more extroverted in their
leadership to meet these expectations.
Another interesting study was done by Oishi et al. (2011) in which they examined the
differences between Korean and American participants and their perceptions of Jesus’ personality.
They found that Americans are much more likely than their Korean counterparts to rate Jesus as
more extroverted. This conclusion speaks to the broad cultural differences that impact people’s
perceptions of Jesus’ personality. This conclusion also seems to agree with Howell’s (2004)
findings above that Americans value extroversion over introversion. Therefore, it is not surprising
that so many people would identify Jesus as being more extroverted within American culture. This
may be due to a tendency upon the part of many people to project their own self-perceptions onto
how they perceive God (Epley et al., 2009).
Overall, it seems safe to say that Jesus exhibited qualities of both introversion and
extroversion as He led others. At times he was comfortable with the crowds. At other times he
withdrew from the crowds to find a place of solitude where he could pray (English Standard
Version, 2001, Luke 5:15-16). As the supreme model of leadership in Scripture, Jesus’ example
of leadership was not seen in a specific personality type but in His willingness to serve others and
to lay His life down for their sake.
Calling and Identity
Examining several biblical examples of leadership brings up an interesting question.
According to Scripture, how does one’s identity relate to their calling as a leader? For example,
Moses was a reluctant leader who did not necessarily see himself as a leader. However, he grew
as a leader and eventually led the Israelites to the brink of the Promised Land. On the other hand,
Paul had a radical shift in his identity on the road to Damascus (English Standard Version, 2001,

44

Acts 9:3-9). According to Bruce (2000), once Paul saw the risen Lord, the center of his life shifted
from being zealous for upholding the law to being entirely devoted to following the Lord Jesus.
His new identity was found in being a servant or slave of Christ, his most common description of
himself (Harris, 1999). After encountering the risen Lord on the road to Damascus, Paul saw his
identity through the lens of being a servant to the Lord.
While Moses and Paul grew in their identity as they followed God’s leadership, what does
the above paragraph have to do with calling? This is an interesting question because people in
North American culture often seek to define themselves in terms of many things, including one’s
occupation, ethnicity, religion, education level, or even personality (Card, 2013). Paul even
referenced his old identity in Philippians 3:5-8 (English Standard Version, 2001) when he referred
to himself as coming from the tribe of Benjamin and being a Hebrew of Hebrews. However, Paul
describes how he counted all these labels as a loss compared to the joy of knowing Jesus as his
Lord. Paul’s new identity in Jesus gave him uncommon strength of will to be obedient to God’s
calling in his life (Bruce, 2000).
Considering the above paragraph, labels such as job titles and education levels can be
helpful but they become troublesome when cultural expectations such as the Extrovert Ideal cause
one to question their identity. An introverted senior pastor, for example, may question whether or
not they have the right personality to lead others. Their identity may be tied up in cultural
expectations of what is expected of a leader. A better solution is for church leaders to understand
their identity from a biblical worldview. An identity rooted in a biblical worldview is essential for
leaders who are pursuing a call to leadership. There are several examples from Scripture that show
the importance of identity. John 1:12 says, “But to all who did receive him, who believed in his
name, he gave the right to become children of God” (English Standard Version, 2001). 1 Peter 2:9
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says, “But you are a chosen race, a royal priesthood, a holy nation, a people for his own possession,
that you may proclaim the excellencies of him who called you out of darkness into his marvelous
light” (English Standard Version, 2001). Also, Ephesians 2:10 says, “For we are his workmanship,
created in Christ Jesus for good works, which God prepared beforehand, that we should walk in
them” (English Standard Version, 2001). According to Scripture, the identity of Christian leaders
is not defined by what type of personality they have. Instead, their identity is defined by the truth
of Scripture and who God is. God’s word can be a comforting truth for leaders who might be
questioning their identity and feeling like they are falling short in their responsibility to lead others.
Understanding one’s identity is a crucial aspect of answering a call to leadership. McSwain
(2013) describes how as a professor, he would have many of his students give summaries of their
call to ministry. He points out two interesting findings. The first is that no two calls are alike. The
second finding is that some people do not think they are called. McSwain states that those who do
not think they are called tend to view a calling as being reserved for the select few. In the context
of the Extrovert Ideal, it might be reasonable for some emerging leaders to have the faulty belief
that only extroverts receive a special calling to ministry. However, as McSwain points out, the
biblical narrative shows a different story. McSwain states that all who accept the invitation to
follow Jesus are called. What that means in terms of leadership can be different for each person.
The critical point is to note that being called is closely tied to one’s identity in Christ. Therefore,
it is not limited to a specific personality type or predisposed disposition to lead others.
Another important aspect of calling and identity is understanding who one is as a leader.
McSwain (2013) examines several different personality types and points out that no one
personality type is prescriptive for leadership. He describes how church leadership is more rooted
in the body of Christ and the individual gifts that each member of the body brings to the church.
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The apostle Paul highlights this unity and diversity in the church in his first letter to Corinth. 1
Corinthians 12:12-31 describes the unity and diversity in the body of Christ (English Standard
Version, 2001). Commenting on this passage of Scripture, McSwain states that all can lead but
should do so within the area of their gifts. For introverted leaders, this means understanding their
unique personalities and the gifts they have in leadership are equally important to building up the
church.
Evangelism and the Great Commission
Before concluding this section, a word should be mentioned on evangelism and
personality. Evangelism is one of the most critical aspects of the Christian faith. Jesus gave the
disciples the Great Commission in Matthew 28:18-20:
And Jesus came and said to them, “All authority in heaven and on earth has been given to
me. Go therefore and make disciples of all nations, baptizing them in the name of the
Father and of the Son and of the Holy Spirit, teaching them to observe all that I have
commanded you. And behold, I am with you always, to the end of the age.” (English
Standard Version, 2001)
From the Great Commission, it is clear that the biblical mandate for Christians is to go
forth and share their faith with others. However, McHugh (2009) argues that the church's
methods for evangelism are more tilted towards extroversion. For example, he highlights two
points that are worthy of consideration. First, he notes that many evangelical churches have a
cocktail party atmosphere as people enter the church and are greeted by loud music and
volunteers wanting to engage in small talk. Introverts usually want to avoid small talk. The
second point McHugh highlights is that introverts tend to avoid confrontation, which could
prohibit them from sharing their faith with others. According to McHugh, introverts need more
time to process information and may not feel comfortable in a debate-like format. Due to not
measuring up to the church's methods for evangelism, McHugh mentions that introverts could
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feel like they are failing in their mandate to fulfill the Great Commission. Feeling like one is
failing in evangelism is especially troublesome to introverted church leaders since evangelism is
the church's core mission.
Conclusion
This section started with a biblical definition of leadership. Howell (2003) and Malphurs
(2003) offer a solid definition of leadership that shows there is no preferred personality type for
leading in the church. Biblical leadership is simply influencing others with the good news of the
Gospel. This chapter also examined the doctrine of the image of God and the doctrine of the
Trinity. The doctrine of the image of God shows that all people have innate value and worth
because they are created in the image of God. Being created in the image of God includes one's
unique personality type. The doctrine of the Trinity shows the relational nature of God and how
He calls humans into a relationship with Himself as well as other Christians. The Christian life
was never meant to be lived in isolation. Introverts and extroverts alike are called to use their
unique personalities for God’s glory. This chapter also examined several leaders from Scripture.
The main point from these leaders is that while it is hard to assign each leader to a clear-cut
personality type, it is clear from Scripture that the main prerequisite to effective leadership is not
a set of predisposed personality traits but a heart bent towards following God’s calling and
leading. For leaders, this includes understanding how their identity is rooted in who God is.
Finally, this chapter examined how the Extrovert Ideal has infiltrated the church, particularly
concerning evangelism. Introverted church leaders can often feel pressured to act more
extroverted in their leadership and interactions with others. The result can lead to burnout and
frustration in ministry and feelings of guilt that they have failed to fulfill the Great Commission.
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Theoretical Foundations
There are multitudes of leadership theories available today. Sifting through these various
theories can be overwhelming. To complicate matters, some leadership theories suggest leaders
should have certain personality traits. If one does not possess these traits, this could limit their
potential as a leader. For example, according to the Extrovert Ideal, it would be reasonable to
assume that the best leaders would be perceived to have a personality that is tilted more towards
extroversion than introversion (Cain, 2012). To back up this assumption, a substantial amount of
literature supports the perception that people think extroverts make better leaders than introverts.
(Farrell, 2017: Fleeson et al., 2002: Laney, 2002: McHugh, 2009: Stephens-Craig et al., 2015:
York, 2016: Zelenski et al., 2012). This perception could be particularly troublesome for
introverted church leaders who feel the pressure to live up to the expectations of others. Overall,
introverted and extroverted leaders alike are needed in the church to use their unique gifts and
abilities to impact others with the good news of the Gospel. Thus, this section of the literature
review will examine the background of introversion and extroversion as well as discuss several
leadership theories in the context of the Extrovert Ideal. Two of these main leadership theories
include strengths-based leadership and authentic leadership. The literature surrounding these
theories will be examined to show some of the unique challenges and also encouraging promises
these theories hold for introverted leaders.
A Background of Introversion and Extroversion
The identification of individuals as either extroverted or introverted is a fairly recent
phenomenon. Carl Jung (1971) first introduced the concepts in 1921. He wrote the following,
“By comparing many such cases it gradually became clear to me that there must be two
fundamentally different general attitudes which would divide human beings into two groups” (p.
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500). Jung goes on to describe these two different attitudes as introversion and extroversion.
Though rather lengthy, Jung’s description of extroversion is useful:
Extroversion is characterized by interest in the external object, responsiveness, and a
ready acceptance of external happenings, a desire to influence and be influenced by
events, a need to join in and get ‘with it,’ the capacity to endure bustle and noise of every
kind, and actually find them enjoyable, constant attention to the surrounding world, the
cultivation of friends and acquaintances, none too carefully selected, and finally by the
great importance attached to the figure one cuts, and hence by a strong tendency to make
a show of oneself (p. 500-501).
Now compare the above with how Jung described introversion:
The introvert is not forthcoming, he is as though in continual retreat before the object. He
holds aloof from external happenings, does not join in, has a distinct dislike of society as
soon as he finds himself among too many people. In a large gathering he feels lonely and
lost. (p. 501).
Jung found that the main difference between introverts and extroverts is how they
respond to their surroundings. Extroverts enjoy spending time with large groups of people.
Introverts tend to prefer times of solitude away from large social gatherings. Jung acknowledged
how difficult it is to apply one personality type to each individual. For example, he wrote that
introversion and extroversion could be varied in each individual. Thus, it is more of a continuum
where people fall along different ends of the introversion-extroversion spectrum.
Modern researchers have built on Jung’s (1971) foundation to examine the differences
between introverts and extroverts. According to Stephens-Craig et al. (2015), extroverts are
known for their charisma and charm while introverts are more reflective and take more time
before making decisions. Also, extroverts tend to draw their energy from large crowds and enjoy
being around large groups of people while introverts draw energy from times of solitude and
often prefer working alone (Brandt & Laiho, 2013: Zelenski et al., 2013). Cain (2012) states that
introverts can sometimes become exhausted by social situations. This is perhaps the main
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difference between introverts and extroverts. While extroverts draw energy from being with
people and mingling with the crowd, this activity can become draining for introverts (Cain, 2012:
McHugh, 2009: Stephens-Craig et al., 2015). Introverts prefer smaller groups and tend to want to
avoid small talk. This dichotomy between introverts and extroverts can be particularly
troublesome in the church where leaders are expected to enjoy being with large crowds of people
(McHugh, 2009).
The Extrovert Ideal
The Extrovert Ideal is the central concept that undergirds this entire study. In her book
Quiet, author Susan Cain (2012) argues that an Extrovert Ideal exists in North American culture.
Cain writes, “We live with a value system that I call the Extrovert Ideal – the omnipresent belief
that the ideal self is gregarious, alpha, and comfortable in the spotlight” (p. 4). According to
Cain, this value system is instilled in our culture from a young age. Introverts are sometimes
frowned upon and described as aloof and socially awkward. Sampson (2011) goes so far as to
describe introversion as a social disorder. Describing introversion in this manner is particularly
damaging for introverted leaders who might feel the need to hide their introversion from others.
Overall, the Extrovert Ideal places an undue burden on introverted leaders since the best
leaders are often described as outgoing, talkative and charismatic. These are terms that are used
to describe extroverts rather than introverts. McHugh (2009) makes an interesting point that the
Extrovert Ideal has infiltrated the church. Thus, the Extrovert Ideal creates a unique problem for
introverted church leaders because they can often feel the pressure to meet the expectation of
others in their leadership rather than lead from the unique strengths and abilities God has gifted
to them.
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Do Extroverts Make Better Leaders?
In light of the above discussion, an important point to examine is whether or not
extroverts make better leaders than introverts. There is a wide variety of research on this topic.
For example, Judge et al. (2002) found that extroversion was the most important trait of leaders
among the big five traits of neuroticism, extroversion, openness, conscientiousness, and overall
relationships. Spark et al. (2018) found that introverts are less likely to emerge as leaders than
extroverts. They found that the failure of introverts to emerge as leaders is troublesome because
introverts can bring unique gifts and capabilities to leadership. They write the following, “despite
trait extroversion's association with leadership effectiveness, we argue that the tendency for
introverts to not emerge as leaders is problematic because there are many situations whereby
introverted characteristics are synonymous with good leadership” (p. 85). Farrell (2017) notes
that extroverts are more likely to be perceived as leaders due to their strong personality type.
However, he notes that introverts also have the potential to be successful leaders. Grant et al.
(2010) found that there is a higher percentage of extroverts in leadership positions among toplevel executives than introverts. This does not necessarily indicate stronger leadership, however.
In fact, Grant et al. (2011) argue that introverted leaders are more effective when leading
proactive teams.
Overall, the research appears torn on the topic of introverted and extroverted leaders.
While there seems to be a perception that extroverts make better leaders than introverts, the
actual studies indicate the unique leadership gifts of both introverts and extroverts (Cain, 2012:
Farrell, 2017: Laney, 2002: McHugh, 2009: Zelenski et al., 2012). This brings up an interesting
question. Do leaders possess a particular set of traits that predispose them towards being better
leaders? The implications of this question are key because introverts and extroverts are
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characterized by different personality traits. If one set of traits is preferable to leadership, that
may indicate that introverts or extroverts would make better leaders.
Trait-based Leadership
One of the earliest leadership theories ever developed was trait-based leadership. For
example, Zaccaro (2014) writes, “Identification of the traits that distinguish leaders from nonleaders and good leaders from bad leaders is perhaps the oldest theme in leadership scholarship”
(p. 14). The trait-based concept was based on the “great man” theory of leadership that was
argued by scholars starting in the early 20th century (Northouse, 2016: Tucker, 2008). According
to Northouse, trait-based theories indicated that great leaders were born rather than made.
Certain leadership gifts and abilities set these leaders apart, and the research focused on
identifying these traits (Bass, 1990). For example, being charismatic was seen as a leadership
trait. Being charismatic is often a description used to describe extroverted leaders. Of course,
introverts can be charismatic at times but typically the charismatic individual is equated with
extroverted leadership qualities (Farrell, 2017).
In contrast to the great man theory of leadership, Stogdill (1948) found that there was no
one set of traits that leaders possess. In other words, leadership was more dependent upon the
situation than it was on the traits of the leader. While the trait-based leadership theory has largely
been discredited (Dugan, 2017), it continues to be a discussion of scholarly debate today
(Heifetz, 1994: Zaccaro, 2012). The trait-based theory has primarily been discredited because it
is hard to pin down leaders to specific personality traits (Dugan, 2017). A prime illustration is
Collins’ (2001) discussion of Level 5 leadership. According to Collins, Level 5 is the pinnacle of
leadership. Collins believes that many people can reach this level. He wrote the following about
Level 5 leaders, “Level 5 leaders display a compelling modesty, are self-effacing and
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understated” (p. 39). Collins says that Level 5 leaders do not attribute their success to their own
personal greatness. Instead, it has more to do with their demeanor and attitude to do whatever it
takes to accomplish the mission. In terms of introversion and extroversion, the assumption could
be drawn from Collins’ research that introverts and extroverts can both be Level 5 leaders
because leadership has nothing to do with personality or personal greatness.
One of the damaging effects of the trait-based leadership theory is its contribution to the
unfair expectations placed on leaders. For example, leaders are often expected to live up to a set
of ideals and traits that no one person could fill by themselves. While the trait-based theory of
leadership is not as widely accepted as it once was, the implications of this theory continue to
have a far-reaching impact today. For example, while it is outside the scope of this study to take
an in-depth look at trait-based leadership, a plausible argument could be made that the Extrovert
Ideal is essentially a spinoff of this theory since they both focus on preferred personality traits
and characteristics. Recent models of trait-based leadership have moved away from
characteristics that emphasize power and control and more towards characteristics that
emphasize multiple traits working in conjunction with one another to create transformational
change (Dugan, 2017).
Leadership Expectations and the Extrovert Ideal
Stephens-Craig et al. (2015) found that introverts and extroverts can both be effective
leaders. However, they also found that introverted leaders need to be able to display extroverted
qualities at times to be successful. This brings up an interesting point because it can put
enormous pressure on introverted leaders if they feel the need to act more extroverted in their
leadership. Take introverted church leaders for example. If introverted church leaders feel the
pressure to be more extroverted in their leadership, this could lead to burnout and frustration in
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ministry (Hester, 2017). As McHugh (2009) points out, the result of spending too much time in
extroverted activities can be exhausting for an introverted pastor. The following example of a
pastor named Roy from Oswald and Kroeger (1988) summarizes this problem:
Roy can attest to the difficulty of being an introvert in the role of parish pastor. While
serving, he was exhausted most of the time. Yet, his role model was a warm, loving,
extroverted person, and that kept catapulting Roy into more people activity. He left the
parish ministry quite disillusioned. He couldn’t figure out how the parish could work
without the pastor continually overextending him/herself. (p. 33)
Similar to the example of Roy above, the expectations within the church of leaders can
often be unfair and unrealistic. This leads to what Kemery (2006) describes as role conflict. Role
conflict is when there is a difference between the expectations of the leader and the expectations
of the congregation. Role conflict can create additional stress for the leader which can lead to
further frustration in ministry. For example, the pastor has one idea about how he should be
serving the congregation, while many of the congregants have another idea. These ideas often
clash with one another and thus result in conflict.
Examining the dynamic of role conflict, one important question to ask is what leads to the
disconnect between the leadership expectations of the congregation and the actual duties and
responsibilities of the pastor? Research indicates that at least in part the Extrovert Ideal may have
something to do with this conflict. Dawn and Peterson (2000) write the following,
“Congregations get their ideas of what makes a pastor from culture, not from the Scriptures: they
want a winner: they want their needs met: they want to be part of something zesty and
glamorous” (p. 4). Zesty and glamorous are not usually words used to describe introverts. Stott
(2002) puts it this way, “Our model of leadership is often shaped more by culture than by Christ.
Yet many cultural models of leadership are incompatible with the servant imagery taught and
exhibited by the Lord Jesus” (p. 113). When the church looks at cultural leadership models, the
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results can be damaging for introverted church leaders who often do not measure up to the
cultural expectations of leaders.
The following list from Oswald and Kroeger (1988) shows the different expectations that
congregations have of church leaders: leading worship, delivering sermons, administration
duties, counseling, marriages, baptisms, funerals, fundraising, teaching, recruiting lay leaders,
youth ministry, and home visits to name a few. Considering these numerous expectations, it is no
wonder that introverted and extroverted pastors alike can often feel frustrated and burned out in
ministry because the expectations seem never-ending. What then are senior pastors to do?
Perhaps they could focus on their strengths which will be the topic of the next section.
Strengths-based Leadership Theory
Strengths-based leadership builds on the premise that leaders work best when working
from an area of strength. Rath and Conchie (2008) write, “Without an awareness of your
strengths, it’s almost impossible for you to lead effectively. We all lead in very different ways,
based on our talents and our limitations” (p. 10). According to the strengths-based leadership
theory, identifying one’s strengths is imperative for leaders to become more effective in their
leadership. In light of introversion and extroversion, an introverted leader would be utilizing the
strengths-based approach to leadership when they are leading from the unique gifts and abilities
they have been given as introverts.
While strengths-based leadership is a relatively new concept, it seems to have a
connection to the great man theory of leadership and trait-based leadership (Dugan, 2017). The
great man theory of leadership began to appear in the mid-1800’s and focused on the idea that
great men were endowed with specific personality traits (Tucker, 2008). The great man theory
of leadership eventually led to trait-based leadership, which says that good leaders exhibit certain
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traits that make them successful. Although several scientific studies have discredited trait-based
leadership, it continues to be a source of popular debate (Dugan, 2017: Heifetz, 1994). Overall,
the great man and trait-based approaches have many similarities to strengths-based leadership.
These similarities start with the premise that natural gifts and abilities will always be better than
a learned or acquired skill (Dugan, 2017: Heifetz, 1994: Tucker, 2008). Buckingham and Clifton
(2001), who have primarily popularized the strengths-based approach, write the following, “to
develop a strength in any activity requires certain natural talents” (p. 29).
In consideration of the above discussion, several factors set strengths-based leadership
apart from the great man and trait-based leadership theories. For example, while the great man
and trait-based theories would argue that leaders are born with specific characteristics that set
them apart, the strengths-based approach argues that leadership can be learned (Dugan, 2017).
However, the learning should focus on an area of natural strength and giftedness rather than
weakness. Buckingham and Clifton (2001) state that people can only excel when they
concentrate on growing their strengths rather than fixing their weaknesses. For the introverted
leader, this would mean capitalizing on their unique gifts as introverts rather than trying to
maximize gifts that may be outside their particular strength zones.
Overall, strengths-based leadership is a relatively recent development among the
scholarly leadership literature. The term strengths-based leadership was first introduced by Rath
and Conchie (2008). The strengths-based approach to leadership has gained widespread
popularity throughout the world. By far, the most popular assessment for identifying strengths is
Gallup’s Clifton StrengthsFinder survey (Dugan, 2017). This survey identifies 34 of the most
common talents that help people succeed. The Clifton StrengthsFinder survey has been used by
more than 12 million people in various businesses, schools, faith-based organizations, and other
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groups in more than 100 countries worldwide (Dugan, 2017: Rath, 2007). The rise of spiritual
gift inventory assessments within the church has closely mirrored the rising popularity of
strengths-finder assessments in the corporate world (Hathaway, 2018). The basic premise of the
spiritual gift inventories is the same as the strengths-finder assessments. When people can
identify where their natural gifts and talents are, they are encouraged to serve in that area.
However, one problem with the spiritual gift inventories is that few studies have evaluated their
overall reliability and validity (Horvath, 2013).
At the heart of the strengths-based approach to leadership are some concepts that are
pertinent to a discussion on the Extrovert Ideal. For example, the strengths-based approach to
leadership argues against the prevailing principle in our culture that says each person can be
whatever they want to be provided they just work hard enough (Rath, 2007). The example of
sports provides an excellent illustration of this principle. For instance, if someone is not a gifted
basketball player it is doubtful that they will ever play professionally no matter how hard they
work at it. They could spend hours on end working on their basketball skills and have little to
show for it. Similarly, the strengths-based approach argues that it is futile to work on their
weaknesses for most people because this will only produce limited results Instead, focusing on
one's strengths is better to capitalize on one's gifts and abilities.
The above paragraph provides some striking similarities to the Extrovert Ideal. For
example, the Extrovert Ideal propels the notion that introverts can become more effective
provided they just act more extroverted in their personality. Fleeson et al. (2002) conducted a
study in which they found that introverts may increase their levels of happiness by acting
extroverted. Similarly, Zelenski et al. (2012) found that acting more extroverted could be
beneficial for dispositional introverts. These findings seem to cut against the grain of the
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strengths-based approach because if introverts were acting more extroverted in their personality,
they would not be utilizing an area of strength. On the contrary, they would be utilizing an area
of weakness. Overall, this presents an interesting dichotomy for introverted leaders who are told
to lead from their own strengths but are also told from the Extrovert Ideal that the best leaders
are extroverts. This dichotomy could ultimately lead introverted leaders to question their overall
effectiveness and call to leadership.
Positive Psychology
Considering the increasing popularity of the strengths-based approach to leadership, an
important question to ask is what is at the heart of strengths-based leadership? According to
Dugan (2017), strengths-based leadership stems from positive psychology. He writes, “Born
from positive psychology, a subset of psychology focused on optimal human functioning and
emphasizing assets over deficits, strengths-based leadership is wildly popular across career
sectors” (p. 107). Positive psychology is largely a response to what Miglianico et al. (2020) call
the “traditional deficit approach” (p. 78). The traditional deficit approach means that
psychologists have given more attention to deficits rather than strengths (Sheldon & King, 2001).
Thus, there has been very little attention that has been paid to positive psychological health.
Positive psychology reverses this trend. As Sheldon and King write about positive psychology,
“It is nothing more than the scientific study of ordinary human strengths and virtues” (p. 216).
When it comes to the intersection of positive psychology and Christianity, there have
been very few studies that examine positive psychology through the lens of a Christian
worldview (Johnson, 2017). One related study was where Titus (2017) explored how the work of
Thomas Aquinas on Christian virtues compared favorably with a contemporary secular positive
psychologist, Martin Seligman. Although the overall research is still in its early stages, positive
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psychology has significantly impacted the popularity and rise of strengths-based leadership
(Dugan, 2017).
Strength in Weakness?
While it makes sense to focus on strengths rather than weakness, Christians are urged to
keep in mind the words of the apostle Paul in 2 Corinthians 12:9-10:
But he said to me, ‘My grace is sufficient for you, for my power is made perfect in
weakness.’ Therefore I will boast all the more gladly of my weaknesses, so that the
power of Christ may rest upon me. For the sake of Christ, then, I am content with
weaknesses, insults, hardships, persecutions, and calamities. For when I am weak, then I
am strong. (English Standard Version, 2001)
The above verse seems to run counter to strengths-based leadership and positive
psychology since it indicates that Christians should be thankful for their weaknesses. Examining
this passage of Scripture in light of introversion and extroversion, introverts may want to be
thankful for those times when they need to act more extroverted in their leadership. Rather than
run from these situations, introverted leaders can trust God that He will guide them and be with
them in these situations. In fact, these situations can help introverted leaders boast all the more
about their weaknesses because of God’s power working through them. Paul’s words in 2
Corinthians (English Standard Version, 2001) speak to the truth that God’s power working
through leaders allows them to be effective. Hughes (2006) puts it the following way:
The paradox of power is: ‘For when I am weak, then I am strong.’ God doesn’t need our
perceived strengths, if that is what we depend upon. He wants our weaknesses, our
sufferings, our inadequacies, our disabilities, our failures, our fears. Even more, he wants
us to boast of our weaknesses, so that Christ in his power will pitch his tent in us (p. 203).
Pros and Cons of the Strengths-based Approach
There are several positives of the strengths-based approach to leadership. For example,
working in an area of strength can increase one’s overall leadership effectiveness. Winseman et
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al. (2004) argue that it is much more effective to focus on strengths rather than weaknesses. They
write, “You will be most successful in whatever you do by building your life around your
greatest natural abilities rather than your weaknesses. Your talents should be your primary focus”
(p. 2). Similarly, Borek et al. (2005) in their analysis of several leaders from Scripture, state how
great leaders know their strengths and can build on them to become a more successful leader.
Another positive of the strengths-based approach to leadership is that people can get
greater satisfaction from working in their areas of strength. Roarty and Toogood (2014) note
several benefits of working in an area of strength including increased energy and greater
satisfaction and fulfillment. Wood et al. (2011) conducted a study in which they found that using
strengths can lead to less stress, increased vitality, and greater overall well-being. Focusing on
weaknesses, on the other hand, can be time-consuming and exhausting. Not to mention that
trying to act more extroverted for long periods of time for introverted leaders can lead to feelings
of frustration and ineffectiveness.
In addition to the pros of the strengths-based approach, there are also some negatives. For
example, Chamorro-Premuzic (2016) argues that focusing too much on strengths is dangerous.
He gives the following five criticisms of the strengths-based leadership approach: a lack of
scientific evidence, it creates a false sense of confidence, it misallocates resources, it focuses too
much on one particular area, and it fails to address real problems. Overall, Chamorro-Premuzic
sees more value in mitigating weaknesses rather than focusing on strengths.
Another criticism of the strengths-based approach is that it largely ignores the
relationship between strengths and weaknesses. Warren (2017) writes, “Strength-based
approaches, especially as an exclusive approach, are overtly blind to the critical fact that most
people show a mix of strengths and weaknesses – performance drivers and derailers – and how
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the whole mix interacts” (p. 1). This is an important point to consider because most people are
not strictly introverts or extroverts. Rather they fall somewhere on the introversion-extroversion
spectrum and tend to be drawn towards one personality type over the other.
Another negative of strengths-based leadership is a lack of scientific research and
empirical evidence to give it more credibility (Chamorro-Premuzic, 2016: Dugan, 2017). This is
especially pertinent within the church. For example, Horvath (2013) makes the following
statement about the strengths-based approach (in particular the Clifton Strengths Finder
assessment) within churches, “However, while it appears that many churches have adopted this
approach, I am aware of no empirical evidence relating strengths to success in Christian roles”
(p. 132). This is a strong statement. While it certainly makes sense that working from an area of
strength would increase leadership effectiveness, it appears there are limited empirical studies in
the church to back up this notion.
Perhaps the main criticism of strengths-based leadership is how Dugan (2017) describes
it as not technically a theory. Instead, he states that it is based on a loosely defined list of
concepts that relate to leadership. Also, Dugan describes how strengths-based leadership is based
more on popular culture than on actual credible and scientific research. Despite this criticism,
even Dugan acknowledges the significant impact that strengths-based leadership has had on
North American culture. As such, this is a concept of leadership that seems to be deserving of
further investigation and research for how it impacts the overall scholarly literature relating to
leadership. In particular, the strengths-based approach could be beneficial for introverted leaders
who spend too much time focusing on their weaknesses.
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Summary of Strengths-based Leadership
Overall, the strengths-based leadership approach appears to be here to stay. It is
increasingly popular both in the corporate world and in the church. The best-known organization
for identifying strengths is The Gallup Organization. Gallup uses the Clifton Strengths Finder to
help people identify their top five areas of strength (Buckingham & Clifton, 2001). The main
concept behind the strengths-based approach is the idea that people function best when working
from an area of strength. For introverted leaders, this would mean leading from the unique gifts
and abilities God has given them (McHugh, 2009). The problem, however, is how the Extrovert
Ideal can make it difficult for introverts to feel comfortable in leadership positions because they
often feel pressured to use extroverted leadership behaviors that may be outside their personal
areas of strength. Also, introverted church leaders often feel the tension between leading from
their natural strengths and the need to be more extroverted in order to meet the leadership
expectations of others. This tension can unfortunately lead to the downside of stress and burnout
in ministry.
Authentic Leadership
Authentic leadership is another theory built on leaders utilizing the unique traits and
characteristics that God has gifted them with. According to Northouse (2016), authentic
leadership has to do with the authenticity of the leader. In other words, this theory is focused on
the leader (Dugan, 2017). Authentic leaders do not try to pretend to be someone else. Instead,
they capitalize on their unique strengths and gifts and build on those to lead others. In this
regard, authentic leadership could be closely aligned with the strengths-based approach to
leadership since it would be inauthentic to lead from an area of weakness.
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Similar to strengths-based leadership, authentic leadership is a relatively new theory of
leadership. It was born out of several political scandals and corporate corruptions in the late
1990’s and early 2000’s (Dugan, 2017: Fry & Whittington, 2005: George, 2003: Northouse,
2016). People were growing tired of leaders who were failing morally or ethically. They wanted
to follow moral and upstanding leaders who remained true to their values and beliefs
(Walumbwa et al., 2008). Thus, the research surrounding authentic leadership has grown
primarily during the last two decades.
One of the first definitions of authentic leadership was provided by Luthans and Avolio
(2003). They offered the following description which gives a solid overall framework for
authentic leadership:
Specifically, we define authentic leadership in organizations as a process that draws from
both positive psychological capacities and a highly developed organizational context,
which results in both greater self-awareness and self-regulated positive behaviors on the
part of leaders and associates, fostering positive self-development (p. 243).
Walumbwa et al. (2008) expanded on this definition by providing the following definition of
authentic leadership:
A pattern of leader behavior that draws upon and promotes both positive psychological
capacities and a positive ethical climate, to foster greater self-awareness, an internalized
moral perspective, balanced processing of information, and relational transparency on the
part of leaders working with followers, fostering positive self-development (p. 94).
Despite the above definitions, Dugan (2017) states that one of the points of caution about
authentic leadership is that there is no unifying overall definition or measurement of this
leadership theory. In addition, while there is a consensus that an authentic leader is moral and
ethical, there is no overarching or unifying group of characteristics that makes up an authentic
leader. Luthans and Avolio (2003) provide the following terms to describe authentic leaders:
moral, ethical, confident, optimistic, transparent, and resilient. Overall, while the aforementioned
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characteristics are a good start, it can be challenging to determine the different traits and
characteristics that make up an authentic leader (Northouse, 2016).
Similar to strengths-based leadership, positive psychology has served as one of the main
influences in authentic leadership (Dugan, 2017). Fry and Whittington (2005) write, “Authentic
leadership is based on the tenets of positive psychology and seeks to find an avenue to move
organizations, communities, and societies forward by focusing on what is right with people and
building on their strengths” (p. 184). Luthans and Avolio (2003) link the following positive
psychological capacities to authentic leadership development: confidence, hope, optimism and
resiliency. They also underscore the importance of self-awareness and self-regulation in the
authentic leadership development process.
Overall, the discussion on authentic leadership is particularly relevant for introverted
leaders because they are called to lead using the unique gifts and abilities that God has given
them. It would be inauthentic for an introverted leader to continually attempt to be extroverted in
their leadership because they would be trying to be someone they were never intended to be.
Additionally, people can generally tell when a leader is being authentic or not.
Ironically, Luthans and Avolio (2003) note how the transparency of the leader concerning
their vulnerabilities can make them a more authentic leader. They write the following,
“Authentic leaders remain cognizant of their own vulnerabilities and openly discuss them with
associates, so the leader can be questioned to ensure that the direction he or she is heading in is
the ‘right’ direction” (p. 249). Thus, authentic leaders can turn their weaknesses into a strength
by being transparent about them. Transparency is a critical point for introverted leaders. Through
authentic leadership, introverted leaders may be able to mitigate the unrealistic expectations of
others by discussing their weaknesses rather than keeping them hidden.
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The Extrovert Ideal and Authentic Leadership
In consideration of the Extrovert Ideal, leadership can place undue stress on introverted
leaders because they are caught up in an interesting dichotomy. For example, on the one hand,
introverted leaders are expected to be authentic and genuine in their relationships with others.
However, on the other hand, the Extrovert Ideal propels the notion that leaders are supposed to
be outgoing, charismatic and comfortable in the spotlight (Cain, 2012). Thus, introverted leaders
can potentially feel the pressure to be more extroverted in their leadership. This pressure is more
than a one-off situation where an introverted leader may have to become more extroverted at a
company gathering or corporate get-together. Instead, this pressure is constant in that introverted
leaders feel the need to keep their introversion hidden and to act more extroverted at all times in
their leadership. The pressure can be problematic if it causes the leader to question their call to
leadership or if it leads to burnout and exhaustion.
Understanding the importance of authentic leadership may provide promise for
introverted leaders since a critical aspect of leadership is developing the trust and respect of
those being led. More important than a personality type, when a leader is seen as authentic, this
can increase their credibility with their followers. Introverted leaders become more authentic
when they capitalize on their strengths rather than try to emulate their extroverted peers.
Pros and Cons of Authentic Leadership
Overall, authentic leadership involves being true to oneself (Ladkin & Taylor, 2010).
Leroy et al. (2015) write, “Authentic leadership in the workplace occurs when leaders enact their
true selves and is manifest in behaviors such as being honest with oneself, being sincere with
others, and behaving in a way that reflects one’s personal values” (p. 1678). In light of this
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description of authentic leadership, there are several strengths and weaknesses associated with
this approach to leadership.
Perhaps the main strength of authentic leadership is how it is undergirded by positive
ethical and moral values (Dugan, 2017: Northouse, 2016). Strong ethics and morals go hand-inhand with good leadership. People want to follow leaders whom they can trust to make sound
ethical and moral decisions. Nothing can undermine a leader’s credibility faster than an ethical or
moral failure. Additionally, no amount of personality or charisma can make up for a lack of
character.
Another strength of authentic leadership is how it can be developed over time. Luthans
and Avolio (2003) identified an authentic leadership development model focused on the positive
psychological capacities of confidence, hope, optimism, and resiliency. Walumbwa et al. (2008)
also posit that authentic leadership can be developed in a leader. Similar to trust, it takes time for
a leader to earn the admiration and respect of their followers.
One of the cons associated with authentic leadership is that it is still in the early stages of
development (Northouse, 2016). There has been little research in terms of the characteristics of
authentic leaders. Rather than identifying characteristics, George (2003) identifies the following
five qualities of authentic leaders: understanding their purpose, practicing solid values, leading
with heart, establishing connected relationships, and demonstrating self-discipline (p. 18).
Northouse (2016) is quick to point out that although these five qualities offer good practical
information, they have not been tested for validity and there is no broader research to support
them. Thus, it can be difficult to determine the overall characteristics that make up authentic
leaders without much research. It can also be challenging to try to measure authentic leadership
(Chan, 2005).

67

In addition to the relatively limited empirical research on the characteristics of authentic
leaders, there is scant information on the connection between introversion and authentic
leadership. Practically speaking, it makes sense that introverted leaders would be more authentic
when they are leading from the unique strengths and capabilities that God has gifted them with.
However, to date there are no studies that examine the impact of introverted leaders and
authentic leadership. Similarly, no studies discuss the impact of the effectiveness of introverted
leaders when they are trying to be more extroverted in their leadership.
Another negative of authentic leadership is what Dugan (2017) describes as being very
leader-centric. Much of the focus is on the leader rather than on the follower. The values and
beliefs of the leader are in focus when authenticity may flow more out of the relationship
between the leader and follower. Also, while an authentic leader is described as one who enacts
their true self, the literature surrounding the nature of the true self is very vague and abstract
(Avolio & Walumbwa, 2014). For example, what does it actually mean to be true to one’s values
and beliefs? Authentic leadership does not define these values and beliefs. There is also little
research thus far of the impact when the leader holds different values and beliefs than that of the
follower.
Summary of Authentic Leadership
Overall, authentic leadership presents an interesting topic for a study on the impact of the
Extrovert Ideal because of the sheer potential for so many introverted leaders to feel pressured
into leading from an area that would be less than authentic. Perhaps the most promising aspect of
authentic leadership for introverted leaders is how the importance of being vulnerable can
increase the authenticity of the leader. Thus, introverted leaders who are willing to be open about
their strengths and weaknesses as a leader may actually increase their authenticity. Another
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promising aspect of authentic leadership is that it develops over time. Similar to trust,
authenticity takes time to develop as the leader builds relationships with those they are called to
lead. Consistent moral and ethical decisions over time can gain trust and build authenticity.
For all the benefits and promises of authentic leadership, there are also several
weaknesses. The biggest weakness is that this type of leadership is still in the early stages of
research. Thus, coming to an agreed-upon definition of authentic leadership and identifying the
virtues and traits that make up an authentic leader is still the source of much scholarly debate. In
summary, in lieu of the number of corporate scandals and other leadership failures, there does
seem to be an overwhelming need for authentic leaders within North American culture today.
Introverts and extroverts alike can grow their authenticity by leaning on the unique leadership
skills that God has entrusted them with and then using those skills to shepherd others in a way
that nurtures authenticity.
Conclusion
This section examined the background of introversion and extroversion. It also focused
on the background of the Extrovert Ideal and whether or not extroverts make better leaders than
introverts. In summary, despite the prevailing notion in North American culture that extroverts
make better leaders than introverts, the actual research indicates the unique leadership gifts that
both introverts and extroverts bring to their respective organizations. Both personality types have
unique gifts that can be used to lead and influence others. This section also examined several
leadership theories that could prove beneficial to understanding the relationship between the
Extrovert Ideal and leadership. Two of the main theories that undergird this particular study are
strengths-based leadership and authentic leadership. According to strengths-based leadership,
leaders are called to develop and capitalize on their natural strengths. Similarly, authentic
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leadership encourages leaders not to try and emulate other leaders but rather to remain
committed to their own beliefs and values as a leader. These theories are closely related to
positive psychology, which emphasizes strengths over deficits.
Related Literature
There is a wide variety of scholarly literature concerning introversion and extroversion.
However, substantial research on the impact of the Extrovert Ideal in our culture still appears to
be in its early phases. This section will cover research associated with the Extrovert Ideal. For
example, a good starting point will be to examine the origins of personality typology from a
social science standpoint. Examining the origins of personality typology is helpful to determine
the background of the research related to the differences between introversion and extroversion.
This section will then take a look at the literature on the need for introverted leaders. Introverted
leaders have unique gifts that can help them excel at leadership. Finally, this section will look at
the significant amount of literature highlighting the importance of influence in leadership. The
research shows that it does not take a specific personality type to lead and influence others in a
positive direction.
Personality Typology
As mentioned in the previous section, Carl Jung (1971) identified how each person has a
different personality type. Jung identified the following four areas of personality typology:
extroversion-introversion, sensing-intuition, thinking-feeling, and judging-perceiving. For this
study, the main focus of Jung’s personality typology is the difference between introverts and
extroverts. According to Jung, introversion and extroversion are the two main psychological
attitudes that people tend to display (Allen, 2016). Extroversion is an “outward-turning” towards

70

the surrounding world while introversion is an “inward-turning” towards one’s inner world
(Jung, 1971).
Interestingly, Jung was a self-acknowledged introvert (Dolliver, 1994), which could have
influenced his theory. According to Dolliver, another interesting facet of Jung’s personality
typology was that according to Jungian theory, “both introversion and extroversion are present in
every person” (p. 193). Thus, even the most introverted person would have some elements of
extroversion in their personality. This notion could be particularly encouraging for the
introverted church leader who feels incapable of acting more extroverted in their leadership
when the need arises.
Considering Jung’s work on introversion and extroversion, it is not surprising that the
Extrovert Ideal has taken root in North American culture. Jung himself described extroverts as
handling social situations much better than introverts (Allen, 2016). If extroverts tend to be more
comfortable in social relationships with others, it wouldn’t be a stretch to consider that an
extroverted disposition would be the preferred personality type. It is also not a stretch to consider
how damaging the Extrovert Ideal could be for introverts who think that something is wrong
with them because they are not as comfortable in social situations as their extroverted
counterparts.
Myers-Briggs Type Indicator
While Jung set the stage for the importance of personality typology, especially regarding
introversion and extroversion, there are many modern tools used to measure the extent to which
one tends to be drawn towards an introverted or extroverted temperament. One such tool that was
utilized in this study is the Myers Briggs Type Indicator (MBTI) Assessment. The MBTI was
developed by Isabel Briggs Myers (1962) and her mother, Katharine Briggs, as a way to measure
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the classification of different personality types. The MBTI is widely recognized as one of the
most popular assessments for determining personality types throughout the world (Lake et al.,
2019).
The MBTI grew out of the work of Myers and Briggs as a way to develop an instrument
to measure Jung’s theory of different personality types (Garden & Martinko, 1996). Thus, the
MBTI assesses the same four personality types identified by Jung: extroversion-introversion,
sensing-intuition, thinking-feeling, and judging-perceiving. The MBTI results in 16 different
combinations representing distinct personality types. The personality types are identified using a
four-letter code based on the four different personality types: extroversion–introversion (E-I),
sensing–intuition (S-N), thinking–feeling (T-F), and judging–perceiving (J-P) (Lake et al., 2019).
A person who tests on the introversion (I), intuition (N), thinking (T), and perceiving (P) scales
would be referred to as an INTP. Another person who tests on the introversion (I), sensing (S),
feeling (F), and judging (J) scales would be referred to as an ISFJ. Of course, the main scale
pertinent to this study is the extent to which each person is drawn towards either the introverted
or extroverted personality type.
MBTI and Leadership
Several resources dive into the characteristics of the 16 different MBTI types (Bents &
Blank, 2010: Kroeger et al., 2009: Tieger & Barron-Tieger, 1998). These resources are beneficial
in terms of understanding how people lead. For example, an introvert who tests on the thinker
(T) side of the MBTI spectrum may lead differently than an introvert who tests on the feeling (F)
side of the MBTI spectrum. Kroeger et al. (2009) break down the leadership style of each of the
16 different MBTI types. They identify how an INTJ is forceful in leadership roles and focuses
more on the task at hand rather than the relationships involved. ISTJ’s, on the other hand, like to
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delegate authority and avoid crises with well thought out planning. Similarly, Bents and Blank
(2010) analyze the different leadership styles between sensing (S) and intuition (N) types
compared to thinking (T) and feeling (F) types. They show how a sensing-thinking type (ST) is
more direct, while a sensing-feeling type (SF) is less direct and prefers persuading.
While this study focused only on the introversion and extroversion spectrum of the
MBTI, the crucial point to make is how leadership is more complex than simply one personality
trait (Bents & Blank, 2010: Kroeger et al., 2009). Introverts and extroverts alike can benefit from
understanding their entire personality type especially as it pertains to how they lead others.
Additionally, leaders who know the personality type of their followers may be in a position to
adjust their leadership style for the good of the entire team (Kroeger et al., 2009). Tieger and
Barron-Tieger (1998) note how identifying a person’s preferred communication style increases
the chances of influencing that person.
Criticism of the MBTI
In light of the popularity of the MBTI, the assessment is not without its criticisms for its
format and potential drawbacks (Zickar & Kostek, 2013). One of the main criticisms of the
MBTI is that people can have different scores depending on when they take the assessment. Lake
et al. (2019) state that more than one-third of people receive different four-letter MBTI codes in
as little as a 4-week interval of taking the assessment. Of course, there could be a variety of
factors that contribute to the different scores but this is an alarming number. Another criticism of
the MBTI is that Isabel Briggs Myers and Katharine Briggs had no formal training in psychology
or building instruments (Zickar & Kostek, 2013). According to Zickar and Kostek, Myers and
Briggs were motivated simply by their personal readings of psychology, particularly Carl Jung.
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In addition to the above criticisms, perhaps the main critique of the MBTI is how it
assigns people to one of two possible outcomes when it comes to each personality type. Zickar
and Kostek (2013) point out that rather than identifying a person as an introvert or extrovert,
many psychologists would rather classify people on a scale according to their personality type.
For example, people could be identified as slightly introverted or slightly extroverted as opposed
to being lumped into one category or the other. This gets back to Jung’s (1971) theory that both
introversion and extroversion are present in all people to a certain extent.
Overall, while the MBTI does have its limitations and potential drawbacks, it is
recognized as one of the top industry standard instruments for helping people determine whether
they are more extroverted or introverted in their personality type (Lake et al., 2019). There are
other personality assessments on the market today, but none seem to have achieved the level of
popularity of the MBTI. Also, despite the criticisms of the MBTI, it does appear to be a reliable
instrument (Capraro & Capraro, 2002). For example, Reynierse (2013) launches several critiques
against the MBTI but does concede that the MBTI reliability estimates are high. It’s interesting
to note that the reliability ratings of the MBTI are generally high even though people can receive
different results when taking the assessment at different time intervals (Lake et al., 2019).
Reynierse (2013) also states that the MBTI does well in terms of validity. In other words, the
MBTI assessment does a good job of measuring its intended objectives. In summary, the
following quote from Reynierse speaks to the continued popularity and high regard among those
who continue to use the MBTI assessment:
Overall, the MBTI is well liked by those who use it – for reasons related to its structure
as complementary opposite, preference pairs, and the positive language that is part of its
interpretive framework – factors that distinguish it from traditional trait measure of
personality. Complementary opposites are fundamentally Jungian and set the stage for
many positive features of the MBTI. (p. 357)
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When it comes to measuring personality traits, especially introversion and extroversion,
there may be no perfect tool. People tend to have elements of both personalities within their
temperaments. However, the MBTI provides a good starting point and baseline for identifying
those who are drawn more towards the introversion or extroversion end of the spectrum.
The Need for Introverted Leaders
Because of the Extrovert Ideal and how extroverts are seen as the preferred personality
type in North American culture, the danger is that introverts may not see themselves as leaders.
The failure of introverts to see themselves as leaders is unfortunate because there is a wide need
for introverted leaders within the church. Sanders (2007) argues that effective leadership is vital
to the overall health of a church. It is daunting to think that the effectiveness of the church has
largely to do with the effectiveness of the leader but this seems to be the case. Borek et al. (2005)
write, “Successful ministry rises and falls on leadership” (p. 8). Despite the notion that
leadership is vital to the overall health and effectiveness of the church, many churches in the
United States are in desperate need of strong leadership. According to Toler and Gilbert (2013),
20 percent of churches in the United States are not growing, and less than five percent are
growing simply by conversions from other churches. In addition, Rainer (2016) says that
approximately 90 percent of churches are losing ground in their communities. Overall, there
appears to be what Hewitt (2014) calls a leadership crisis in the church. He writes, “The church’s
witnessing capacity to grow spiritually and numerically is directly linked to the quality of the
leadership that is equipping the church for service and witness” (p. 206).
If leadership is so crucial to the church, then it would be reasonable to conclude that
introverted leaders are needed in the church perhaps now more than ever. However, due to the
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Extrovert Ideal, many introverted church leaders are often overlooked for leadership positions.
Also, introverts in leadership positions may feel pressured to cater to the expectations of others
and act more extroverted in their leadership rather than relying on their own strengths. McHugh
(2009) provides the following stark warning for the church:
When we explicitly or implicitly communicate that only a few people, for whom the stars
miraculously align, can lead with power and effectiveness, we discourage those who do
not fit our cultural ideals but have great potential to lead, thus doing harm to the body of
Christ. (p. 119-120)
According to McHugh, the infiltration of the Extrovert Ideal within the church is harmful
to the body of Christ. The Extrovert Ideal propels the notion that extroverts make the best church
leaders. However, the biblical model of leadership shows that leaders are more defined by their
heart to serve others and to put the needs of others above themselves rather than having certain
personality traits. There are potentially multitudes of capable leaders sitting in the pews who
have bought into the prevailing notion that only extroverts have the proper personality traits
needed to provide effective leadership. These people may not see themselves as leaders since
they do not fit the typical stereotype of the Extrovert Ideal.
Leadership Gifts of Introverts
An inability for more introverts to step up as leaders could be unfortunate because
introverts have unique gifts that make them excellent leaders (Spark et al., 2018). Stephens-Craig
et al. (2015) did a study in which they connected the positive introverted traits of analytical
thinking, organized and detailed behavior, cautiousness, and strong decision making to soughtafter leadership skills. Vien (2016) highlights several leadership gifts of introverts, including
relationship building, reflectiveness, listening, and thoughtful preparation. Similarly, Farrell
(2017) explains how introverted leaders utilize strong listening techniques, build team consensus,
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and demonstrate strong analytical skills. As Farrell describes, “These are traits that every
organization requires and leaders who tap into their introversion style may provide the exact
leadership for an organization to thrive and succeed” (p. 442). Overall, the literature shows a
significant number of different gifts that introverts bring to their respective organizations.
Interestingly, many of these gifts seem to revolve around the ability of introverts to be excellent
listeners. Listening is an often-overlooked leadership characteristic.
As mentioned above, while there are several ways that introverts can lead effectively
within the church, one specific way is that introverts can be excellent listeners (Farrell, 2017:
Grant et al., 2010: Kahnweiler, 2013: Vien, 2016: York, 2016). Due to their ability to listen
effectively, Grant et al. (2010) suggest that introverted leaders are more open to suggestions from
their followers. They conducted a field study of 130 franchises of a pizza delivery and found the
following, “The results showed that in stores where employees weren’t very proactive,
extroverted leadership was associated with 16% higher profits than average – but in franchises
where workers offered ideas, extroverted leadership was associated with 14% lower profits” (p.
28). Overall, Grant et al. make an interesting point that introverted leaders made the employees
feel valued by listening intently, increasing their motivation. Listening is especially pertinent in
the church where James 1:19 encourages believers to be quick to listen and slow to speak
(English Standard Version, 2001).
Expanding on the above study by Grant et al. (2010), Dowden (2013) agrees that
introverts may be better suited to lead teams of proactive employees. He points out that
introverts’ lower levels of assertiveness make them more likely to consider and act on the
suggestions of their employees. This builds a solid relationship between the leader and the
follower and has the byproduct of increasing productivity. Consider how this might impact
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church leadership. An introvert may be better suited to lead a team of motivated volunteers for a
local ministry. These introverted leaders may have less of a concern for being in the spotlight
and more of a concern for listening to the suggestions of others.
In one of the few studies on introversion and church leadership, York (2016) interviewed
pastors and laity teams within the Rocky Mountain Conference of the United Methodist Church.
The purpose of the interviews was to understand how introverted pastors lead and determine the
key traits of introverted leaders that help make them effective. York made the following five
major findings:
1. Effective introverted leaders were consistently regarded by their character and
personhood.
2. Spiritual formation through the use of disciplines created a significant meaning for
introverted pastors.
3. Introverts have the potential to be rich, insightful, and sometimes humorous
communicators.
4. Listening was a highly valuable part of leadership.
5. Effective introverts desired to collaborate with the laity. (p. 132-133).
Interestingly, York found that listening was an important characteristic of introverted pastors. He
wrote the following:
Whether in hospital visits, leadership meetings, or personal conversations, the pastors and
laity interviewed described attentive listening as one of the keys to pastoral effectiveness.
It showed people that they cared. It showed people that they trusted them. It showed
people that they empathized with them. Today’s parishioners need to be heard because
the world is so busy talking, no one bothers to listen. Effective introverted pastors
showed patience as listeners in their ministry. Their posture and practice of quiet strength
created room for the other. (p. 144)
York (2016) noted that listening was such a vital tool for these introverted pastors that it
actually encouraged the laity to serve. Simply listening to others created within them the desire
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to serve. This is a great point because listening has become a lost art in today’s social media
culture. In addition, there is research to indicate that extroverts may be at a disadvantage when it
comes to listening. Grant (2013) conducted a study on the most productive salespeople and
found that the talkative behavior of extroverts may interfere with their listening. Sims (2016)
conducted a study of the big-five personality traits and found a low correlation between
extroversion and active-empathetic listening. She indicated that extroverts might not be the best
personality type to display empathetic listening. Introverts, however, may be well suited to
provide this type of support. This idea resonates in the church where empathetic listening can be
a form of pastoral support. Though more research is needed, indications are that introverted
leaders in the church may be well-positioned to provide empathetic listening.
Leadership as Influence
Howell’s (2003) definition of biblical leadership was chosen as the standard that would
be used throughout this study. He wrote, “Biblical leadership is taking the initiative to influence
people to grow in holiness and to passionately promote the extension of God’s kingdom in the
world” (p. 3). The keyword here is influence. There are a plethora of authors who cite the
importance of influence as it pertains to leadership. Maxwell (2007) says that leadership is
simply influence. Malphurs (2003) argues that Christian leaders use their influence to help others
reach their God-given potential. Leadership scholar Joseph Rost (1991) defines leadership as “an
influence relationship among leaders and followers who intend real changes that reflect their
mutual purposes” (p. 104). Handley (2002) says that leadership is guiding others toward a
positive conclusion. The point of looking at these different definitions of leadership is to show
the significance of leaders influencing others. More than that, the ability to influence others is
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not dependent on certain personality traits that one possesses. Introverts and extroverts alike can
use their unique gifts and personalities to influence others with the good news of the Gospel.
One way that church leaders influence others is through the gift of shepherding. Laniak
(2006) writes, “To be a good shepherd – and this is consistently the biblical concern – means to
be accountable for the lives and well-being of the sheep” (p. 247). More so than having a
particular personality type, good leaders are accountable for those whom they lead. When leaders
are accountable to their followers, it gives them more credibility to be able to influence others in
a positive manner. Borek et al. (2005) put it this way:
The gift of shepherding is compassionately caring for others in your sphere of influence
through providing spiritual guidance, nourishment, and protection from potentially
destructive individuals and influences. Those who have this gift readily express their
concern for others and are often looked to for spiritual counsel and guidance. Leaders
who are gifted in shepherding tend to lead through building healthy maturity into their
followers. (p. 16).
Introverts and extroverts alike can exercise the gift of shepherding in order to be able to
influence others to greater spiritual maturity. Introverts, in particular, may be well suited to
provide the gift of shepherding since they are often good listeners and prefer to engage at a
personal level (McHugh, 2009: Tanner, 2015).
Conclusion
Overall, there is a large amount of scholarly literature on the differences between
introverts and extroverts. The MBTI assessment is one of the most widely used instruments to
determine whether an individual has an introverted or extroverted personality type. This section
examined the pros and cons of the MBTI. While there is no perfect instrument to determine
different personality types, the MBTI stands out for its popularity, reliability and validity.
Therefore, it was chosen as the primary instrument for this study to confirm introversion for the
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individuals selected to participate in the study. This section of the literature review also
examined the need for introverted leaders as well as the unique leadership gifts that introverts
bring to their respective organizations. One unique gift that introverts bring to leadership is the
ability to listen effectively. Lastly, this section examined the importance of leadership as
influence and how leadership has less to do with a specific personality type and more to do with
influencing others in a positive direction. In particular, strong church leaders are shepherd
leaders who use their influence to care for and guide those they are called to lead.
Rationale for the Study
In light of the related literature, the Extrovert Ideal has had a significant impact on our
culture. For example, strengths-based leadership says that people function best when working in
an area of strength (Buckingham & Clifton, 2001: Rath & Conchie, 2008). However, the
Extrovert Idea propels the notion that the best leaders are more extroverted than introverted
(Cain, 2012: McHugh, 2009). Therefore, introverted leaders who are leading from their strengths
could be seen as potentially limited in their leadership. These expectations create pressure on the
introverted leader between wanting to lead from their strengths and also wanting to meet the
expectations of their followers. The pressure is particularly troublesome in the church where
McHugh (2009) argues that the Extrovert Ideal is alive and well. Research is needed to examine
the extent of the pressure that introverted church leaders feel from this dichotomy and the extent
to which the Extrovert Ideal impacts their leadership effectiveness. Increased understanding of
the impact of the Extrovert Ideal within the church could help introverted church leaders become
better prepared to deal with some of the leadership expectations placed on them by others.
Another significant need for the study is the role stress that church leaders can often feel.
The effects of this stress on senior pastors, in particular, can impact their ability to do their job,

81

maintain relationships with others, and affect their overall health and wellness (Kemery, 2006:
McHugh, 2009). Ultimately, if not kept in check, role stress can lead to frustration and burnout in
ministry. Pastors seem to be at greater risk of burnout when compared to other occupations
(Barna, 2014: London & Wiseman, 2003: Sanford, 1982). Burnout is a grave risk for pastors
who start with a strong call to leadership and then are potentially worn down by the expectations
of others. Unfair expectations can create additional role stress on the pastor. Kemery (2006)
notes that role stress is not always bad. However, it can lead to negative consequences when the
demands on leadership seem unrealistic and never-ending. Research is needed to examine
whether or not the Extrovert Ideal contributes to this role stress that leads to frustration,
ineffectiveness, and burnout in ministry.
In addition to the above reasons for the significance of the study, other studies point
towards a need to examine the impact of the Extrovert Ideal on introverted church leaders. For
example, there have been several studies that seem to propel the notion of the Extrovert Ideal.
Fleeson et al. (2002) did a study examining people’s level of happiness when acting extroverted
and introverted. They found that extroverts and introverts alike are happier when they act more
extroverted. This research has major implications for introverted church leaders. In particular,
what about the senior pastor who does not feel happier when acting more extroverted? What
about the introverted church leader who feels worn down by the constant need to act more
extroverted in his or her leadership? Addressing these questions speaks to the need for a study to
examine the extent of the Extrovert Ideal in the church.
Another reason for the study is the idea of coming to a better understanding of why more
introverts do not emerge as leaders in the church. There are potentially thousands of introverts in
the church who would make excellent leaders. However, they are possibly afraid to step up since
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they do not meet the cultural expectations of what others expect from leaders. Spark et al. (2018)
did a study in which they found that introverts are less likely to emerge as leaders compared to
extroverts. The failure of introverts to emerge as leaders is unfortunate because of the unique
gifts and abilities they bring to leadership.
In summation of the research and the rationale for this study, McHugh (2009) seems
correct in his assertion that the Extrovert Ideal is alive and well within the church. If true, this
could have a significant impact on introverted church leaders because they may feel pressured to
act more extroverted in their leadership. In addition, they may feel like they do not measure up to
the typical profile of the extroverted leader. They may even begin to question their call to
leadership because of their introverted nature. Thus, research is needed to ascertain whether or
not the Extrovert Ideal is a reality that introverted pastors have to deal with. Research is also
needed to help determine how introverted church leaders can communicate their unique
leadership styles to their respective congregations in order to mitigate any unrealistic
expectations.
Gap in the Literature
As noted throughout this literature review, there has been much scholarly literature
surrounding the identification of people as introverts or extroverts. In addition, there is a
significant amount of literature that supports the perception that people think extroverts make
better leaders than introverts. (Farrell, 2017: Fleeson et al., 2002: Laney, 2002: McHugh, 2009:
Stephens-Craig et al., 2015: York, 2016: Zelenski et al., 2012). Unfortunately, very little of this
research has taken place in the context of church leaders. One study on introversion and effective
pastoral leadership was conducted by York (2016). He identified several characteristics of
introverted pastors which helped them lead effectively. However, despite York’s in-depth
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analysis of introverted church leaders, he did not examine the impact of the Extroverted Ideal on
introverted church leaders.
In another study on introversion and leadership, Oram (2016) undertook a grounded theory
approach to leading with introversion. One of her assumptions was how the Extrovert Ideal has
taken root in our culture. While Oram did not look at introversion from the standpoint of church
leaders, she does identify how the majority of leadership literature and background studies have
focused on the link between extroversion and leadership. She writes, “For decades, leadership
literature has focused on extroversion as most predictive of effective leadership” (p. 21). Thus,
there appears to be a gap in the literature in terms of introversion and leadership. York (2016)
partially covered this gap, although he did not specifically examine the impact of the Extrovert
Ideal within the church.
Another area of limited research within the church is the expectations that church members
have of their leaders. According to McHugh (2009), church members want their leaders to be
charismatic and outgoing. This could have a negative impact on introverted church leaders. Hester
(2017) and Kemery (2006) noted the impact that stress and unfair expectations can have on church
leaders. However, they did not examine whether or not this stress has anything to do with
temperament and different personality types in leadership.
In addition to all of the above research, McHugh (2009) has written fairly extensively on
the topic of introverts in the church but there appear to be no substantial studies or empirical
research on the impact of the Extrovert Ideal on introverted church leaders. Therefore, this research
will attempt to address this gap by looking specifically at the impact of the Extrovert Ideal on
introverted church leaders from the standpoint of senior pastors. This study does so by analyzing
the lived experiences of several introverted senior pastors and examining the impact that the
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Extrovert Ideal has had on their leadership style and their calling to a position of leadership within
the church.
Profile of the Current Study
This review examined the theological and theoretical literature related to leadership in
terms of introversion and extroversion. In addition, a rationale for the study and a gap in the
literature were identified. The main concept undergirding this research is Cain’s (2012) notion
that we live with a value system in our culture where the ideal self is described as extroverted
rather than introverted. This value system extends to leadership, where the best leaders are
thought to be extroverts. This topic is important because of the potential impact of the Extrovert
Ideal on introverted church leaders. Introverted church leaders who feel pressured to change their
leadership style may ultimately succumb to frustration and burnout in ministry. This is
unfortunate because effective leaders are needed now more than ever within the church. In
particular, introverts are needed in church leadership positions for the unique gifts they bring to
the overall body of Christ. Since the Extrovert Ideal is a relatively new term, there is not much
research around the overall impact of this ideal on leaders. There is practically zero research on
the impact of this ideal within the church. This study attempts to fill this gap by examining
whether there is an Extrovert Ideal in the church and identifying the potential impact of this ideal
on introverted church leaders. While this study fills the gap mentioned above in terms of the
impact of the Extrovert Ideal on introverted senior pastors, it also augments the current literature
on the unique leadership gifts of introverts.
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CHAPTER THREE: RESEARCH METHODOLOGY
This study utilized a phenomenological qualitative approach to examine the impact of
the Extrovert Ideal on introverted senior pastors. This chapter defines the research
methodology and design to include a description of the setting, the participants, the ethical
considerations of the research, and the data collection and data analysis methods used in the
study. The primary data collection method for this research was interviews. This section
describes how these interviews were conducted, transcribed, and coded to find emergent
patterns and themes from the data. Another aspect of this chapter is the discussion on the
overall trustworthiness of the research. Several steps were taken to add reliability and validity
to the overall research design. Finally, this section will include a discussion on Liberty
University’s Institutional Review Board (IRB) and will show that all steps were taken to get
full approval from the IRB before the actual research began.
Research Design Synopsis
The Problem
Cain (2012) argues that North American culture caters to extroverts. For example, she
points out that extroversion is the preferred personality type in North American culture. This
ideal extends to leadership where the best leaders are assumed to be extroverts (Howell, 2004:
Spark et al. 2018: Stephens-Craig et al., 2015). McHugh (2009) explains that the notion of
extroverts being perceived as better leaders than introverts has infiltrated the church. As an
introverted pastor, he explains that church congregations and hiring committees expect their
leaders to be extroverted in their personality type. The problem this researcher aimed to address
is the idea that the Extrovert Ideal has potentially had a negative impact on introverted church
leaders. Introverted church leaders may feel pressured to meet the leadership expectations of
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others and to change their leadership style. For example, many introverted church leaders may
try to become more extroverted in their leadership even though these leadership behaviors are
outside their personal areas of strength. Working in an area of weakness rather than strength can
cause stress, frustration, and burnout. Also, working in an area of weakness may limit one’s
ability to reach their full leadership potential (Stephens-Craig et al., 2015).
Another potential negative consequence of the Extrovert Ideal has to do with the different
temperaments of introverts and extroverts. While extroverts draw energy from being around
large groups of people, introverts tend to draw energy from extended periods of solitude and
reflection (Brandt & Laiho, 2013: Cain, 2012: Laney, 2002). Thus, introverts who attempt to be
more extroverted in their leadership may be susceptible to fatigue and exhaustion if they spend
too much time with large groups of people and not enough time away from the crowds where
they can recharge.
Purpose Statement
The purpose of this phenomenological qualitative research study is to determine the
impact of the Extrovert Ideal on the leadership styles and behaviors of introverted senior pastors
within the NorthStar Church Network located in northern Virginia. The Extrovert Ideal is
broadly defined as the view that the ideal leaders are extroverted (Cain, 2012). Stephens-Craig
et al. (2015) put it this way, “It is well documented in U.S. culture that the perception of a
successful leader is one with extroverted, charismatic, outgoing personality traits” (p. 62). The
purpose was to focus on the lived experiences of 10 introverted senior pastors and examine to
what extent the Extrovert Ideal has or has not impacted their leadership. Two theories guiding
this study were strengths-based leadership and authentic leadership. Strengths-based leadership
says that people are more effective when working from an area of strength (Rath, 2007).
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Authentic leadership says that people like to follow leaders who remain committed to their
values and beliefs and make sound ethical and moral decisions (Dugan, 2017: Northouse, 2016).
Research Questions
RQ1. To what extent, if any, have introverted senior pastors ever questioned their call to
leadership in light of their personality?
RQ2. What are the implications for introverted senior pastors as they experience the
Extrovert Ideal within the church?
RQ3. To what extent, if any, has the Extrovert Ideal impacted the leadership styles of
introverted senior pastors?
RQ4. How do introverted senior pastors communicate their leadership style to their
congregation in order to manage expectations?
Research Design and Methodology
The most important point about the research design is that it employed a
phenomenological, qualitative approach towards the overall research. Creswell (2014) writes,
“Qualitative research is an approach for exploring and understanding the meaning individuals or
groups ascribe to a social or human problem” (p. 4). Similarly, Taylor et al. (2016) describe
qualitative research as focusing on the meaning that individuals attach to certain phenomena in
their lives. In line with the qualitative approach, this study focused on exploring the meaning that
introverted senior pastors ascribe to the phenomenon of the Extrovert Ideal and how it impacts
their leadership experience.
Within the qualitative approach, this study employed a phenomenological research
design. Phenomenology stems from philosophy (Van Manen, 2016). The phenomenological
approach is advantageous since it focuses on the participants’ lived experiences (Creswell,
2014). The primary data collection method for the research was interviews. The interviews were
conducted with 10 introverted senior pastors within the NorthStar Church Network. Leedy and
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Ormrod (2016) describe a phenomenological interview as being unstructured and listening
closely to the participants’ experiences related to the central phenomenon under investigation.
The phenomenon then is at the center of this approach. Vagle (2018) describes the phenomenon
this way, “Generally, a phenomenon is something that shows itself in the lifeworld. It is not an
unexplainable occurrence, or something mythical. It is, rather, something very concrete, yet not
simple (e.g., perceiving, understanding, struggling)” (p. 12). This quote describes the
phenomenon of the Extrovert Ideal. It is concrete in terms of the notion that the ideal leaders are
perceived to be extroverts, yet it is not simple.
Another advantage of the phenomenological approach is that it allows the researcher to
explore the various perspectives of the different individuals and then develop some common
themes that emerge from the research that help answer the overall research questions. As
Moustakas (1994) explains, phenomenological research allows the participants to describe an
extensive description of what they have experienced. The overall findings and meanings can then
be drawn from the individual descriptions. The phenomenological approach was particularly
beneficial for answering the question of what it is like to experience the Extrovert Ideal as an
introverted senior pastor.
Setting
The setting for this study included churches affiliated with the NorthStar Church
Network. This context was chosen for the study since NorthStar provides a wide variety of
churches located throughout northern Virginia. In addition, NorthStar was chosen since all of the
churches have a Baptist affiliation. Therefore, each participant ministers in a similar Baptistic
context. The following quote comes from the NorthStar Church Network website, “NorthStar
Church Network is a diverse family of autonomous congregations committed to practicing
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Baptist distinctives and living out the Great Commission of Jesus Christ” (NorthStar Church
Network, n.d.). In addition, NorthStar is a regional association of the Baptist General Association
of Virginia (BGAV). Overall, NorthStar consists of over 150 churches located throughout
northern Virginia.
Northern Virginia is a diverse and transient area where people are constantly moving into
and out of the area for many reasons, including military assignments and government and
contracting jobs. Therefore, the senior pastors who participated in this research are all
ministering in a similar context. While the church sizes that the participants led varied
considerably, the demographics and transient nature of northern Virginia were very similar for
all participants.
The NorthStar Church Network is led by an executive staff whose mission is the
following, “NorthStar’s purpose is to inspire, energize and resource our diverse churches to carry
out their God-given mission” (NorthStar Church Network, n.d.). In order to join NorthStar, a
church must submit a pre-application form on the NorthStar website and will then be contacted
by a NorthStar staff member. As mentioned, NorthStar is the northern Virginia regional
association of the BGAV. The mission statement of the BGAV is as follows, “The BGAV is a
missionary movement unleashing the power of the resurrected Christ through the local church
for the renewal of all things” (Baptist General Association of Virginia, n.d.). The BGAV has a
long history dating back to 1823. Within the state of Virginia, there are multiple regional BGAV
associations, of which NorthStar is one of many. For the purpose of this study, the pastors
selected to participate in the interviews had to be the current senior pastor of a church that is
affiliated with the NorthStar Church Network.
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Due to ongoing and changing social distancing guidelines within the state of Virginia due
to COVID-19, the interviews were conducted using Zoom, a web-based, face-to-face video
conferencing platform. Zoom provides a viable alternative to an in-person interview by allowing
the researcher and participant to engage in a face-to-face discussion. The interviews were
conducted in the privacy of this researcher’s home office.
Participants
The participants for this study were introverted senior pastors. The participants had to
meet the following criteria: the church where each participant ministered must be a current
member of the NorthStar Church Network, each participant must have been a senior pastor
for at least three years, and each participant must have self-assessed as an introvert and then
be confirmed as an introvert according to the results of the MBTI Form M assessment.
The sampling was accomplished by working with the staff of NorthStar to recruit
potential participants. The staff of NorthStar included information about the study in their
monthly newsletter that went out to all member churches. The newsletter write-up is included
in Appendix D. In addition, the staff of NorthStar personally invited several senior pastors
who self-assessed as introverts to participate in the study. In this way, purposive sampling
was used to ensure that the potential participants met the criteria for the study. The rationale
for using purposive sampling was because it provided a framework of potential introverted
senior pastors within the context of the NorthStar Church Network. Patton (2002) describes
purposive sampling this way, “The logic of purposeful sampling lies in selecting
information-rich cases for study in depth. Information-rich cases are those from which one
can learn a great deal about issues of central importance to the purpose of the research” (p.
169). The staff of NorthStar were a great encouragement to this researcher in helping to
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identify those senior pastors who met the criteria for the study.
Another essential piece of the sampling method was the MBTI Form M assessment.
The participants had to be confirmed as introverts according to the MBTI assessment. Before
moving on to the interview process, each participant was mailed an MBTI assessment with a
pre-stamped return envelope. After filling out the assessment, each participant sent the form
back to this researcher. The forms were then scored by an individual who met the MBTI
criteria to score the results officially. Only participants who scored as introverts were invited
to participate in the interview portion of the research.
While the initial goal was to interview 10 introverted senior pastors within the
NorthStar Church Network, it is important to highlight the concept of saturation. While a
sample size of 10 introverted senior pastors seemed reasonable, the more critical factor was
conducting enough interviews until the same themes were repeated. The intent was to acquire
enough raw data to come to a deep understanding of the phenomenon under investigation.
Lichtman (2014) says that when some of the raw data is continually repeated and no new
data appears to be emerging, there is a good chance that saturation has been achieved. Mason
(2010) says that saturation should be the guiding principle when determining sample size in
qualitative research. One of the downsides to saturation is that it can be difficult to prove.
Thus, the researcher must give an adequate explanation of how saturation was achieved
(Bowen, 2008). Despite the criticism of saturation, it provides a framework for the researcher
to determine when enough interviews have been accomplished to answer the research
questions sufficiently.
Role of the Researcher
The researcher plays a central role in qualitative research (Merriam & Grenier, 2019).
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For example, the researcher is the one who collects the raw information from the participant.
Creswell (2014) puts it this way, "Qualitative research is interpretive research: the inquirer is
typically involved in a sustained and intensive experience with participants. This introduces a
range of strategic, ethical, and personal issues into the qualitative research process" (p. 187). One
of the most critical issues is the bias that the researcher brings to the study. For example, as an
introvert, this researcher can relate to the impact of the Extrovert Ideal from personal experience.
This researcher has witnessed several introverted senior pastors experience frustration and
burnout in ministry because of the extroverted expectations placed on them by others.
In light of researcher bias, bracketing was used to mitigate any preconceived perceptions
from interfering with the study. According to Tufford and Newman (2010), "Bracketing is a
method used by some researchers to mitigate the potential deleterious effects of unacknowledged
preconceptions related to the research and thereby to increase the rigor of the project" (p. 81).
Overall, Tufford and Newman identified one of the primary methods of bracketing as writing
memos. This researcher utilized these memos throughout the data collection and analysis process
to reflect on any preconceived ideas or assumptions that may have been interfering with the data
analysis. For example, in the office of this researcher was a memo that served as a reminder to
limit any bias with the data analysis. This memo was seen throughout the entire data analysis
process. Tufford and Newman make an excellent point that writing memos regarding the
researcher's preconceived ideas about the topic is much better than simply trying to keep them
hidden. In other words, acknowledging biases upfront can allow the researcher to look at the data
more objectively and thus increase the overall credibility of the research. While it is impossible
to remove all human bias from a qualitative research study, these bracketing memos helped to
ensure this researcher allowed the data to speak for itself throughout the data collection and
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analysis phases.
As Creswell (2014) points out, qualitative research focuses on the meaning that certain
individuals or groups ascribe to a particular problem. This researcher brought a preconceived
idea of the problem being considered for the study. While challenging, every effort was made
throughout the data collection and analysis phases to limit this researcher's role as the 'human
instrument.' In addition, this researcher informed each participant of his own personality type and
wanted to ensure that the questions he was asking were not leading questions where his bias was
coming into play.
Ethical Considerations
According to Lichtman (2014), “Ethical behavior represents a set of moral principles,
rules or standards governing a profession” (p. 56). Lichtman goes on to provide the following
principles which govern qualitative research: do no harm, privacy and anonymity,
confidentiality, informed consent, truthfulness and accuracy in reporting data, rapport and
friendship, intrusiveness, inappropriate behavior, data interpretation, data ownership and
rewards, and inclusion and social justice. These principles served as guides for the overall
research. For example, there were no vulnerable or at-risk populations in the study. The
participants selected for the study were introverted senior pastors who led churches affiliated
with the NorthStar Church Network. Participation in the study was completely voluntary. Even
after taking the MBTI assessment, the participants had the option to choose whether or not they
wanted to participate in the interviews.
All of the guidelines of Liberty University’s Institutional Review Board (IRB) were
followed. For example, the approved IRB Consent Form is attached in Appendix A. Each
participant signed this consent form before they participated in the study. The IRB Letter of
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Exemption is included in Appendix E. A modification to the initial exemption was made at the
start of the research. Two modifications were made. The first included changing the sample from
the Baptist General Association of Virginia to the NorthStar Church Network. The second
modification included changing the criteria from each participant having to be a senior pastor at
their current church for at least three years to just having to be a senior pastor for at least three
years. The purpose of this modification was to get a broader sample from which to recruit the
participants. The IRB Letter of Exemption modification is included in Appendix F. All of the
raw data from the research to include the recorded interviews and transcripts and MBTI
assessments were kept in either a locked file cabinet in the office of this researcher or on a
password protected computer owned by this researcher.
Data Collection Methods and Instruments
In order to explore the impact of the Extrovert Ideal on introverted senior pastors, the
data collection process of this study involved three phases. The first phase included working with
the staff of the NorthStar Church Network to identify potential participants for the study. The
second phase included the MBTI assessment. The third and final phase of the data collection
process included the interviews with the 10 senior pastors who met the criteria for the study.
Collection Methods
The data collection process took place in three phases. The first phase included working
with the staff of the NorthStar Church Network to identify potential participants for the study.
The first step in this phase was to reach out to the Executive staff of NorthStar and seek their
approval to conduct the study. The Research Permission Request Form (Appendix B) was sent to
the Executive staff of NorthStar and permission was granted. The official approval notification
email from NorthStar is located in Appendix K. The next step was to work with the Executive
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Staff of NorthStar to recruit the potential participants. The staff of NorthStar highlighted the
research study in their monthly newsletter (Appendix D). The staff of NorthStar also reached out
to individual pastors within their network and invited them to participate in the study. Ten
potential participants contacted this researcher by email and indicated their willingness to
participate in the study and that they had met the initial criteria for the study. Each participant
was then sent the Research Recruitment Form (Appendix C) indicating an overview of the study.
They were also sent the MBTI Form M assessment in order to confirm their introversion.
The second phase of the data collection process included the MBTI Form M assessment.
Each participant was mailed a physical copy of the MBTI Form M. After filling out the
assessment, each participant sent the form back to this researcher utilizing a pre-stamped return
envelope. The MBTI assessments were then scored to ensure that each participant was confirmed
as an introvert. After being confirmed as introverts, the participants were invited to participate in
the interview portion of the study. While there are limitations with using the MBTI, it is a
recognized tool for helping people determine whether they are more extroverted or introverted in
their personality type (Lake et al., 2019: Quenk, 2009). The MBTI assessment includes the
following four main categories: sensing and intuition, thinking and feeling, judging and
perceiving, and introversion and extroversion. Only the scores on the introversion and
extroversion spectrum were taken into consideration.
The third and final phase of the data collection process involved the interviews. This
researcher conducted web-based, face-to-face video conferencing interviews with each of the 10
senior pastors selected for the study. The interviews were conducted from June 17, 2021 through
July 16, 2021. Zoom was used as the platform for the web-based interviews and Otter.ai was
used to transcribe each interview.
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Instruments and Protocols
As stated in the previous section, although there were three phases of the data collection
process, the actual data collection involved two different methods. These methods included a
survey and an interview.
Surveys/Questionnaires
The MBTI Form M assessment was used to determine whether the participants were
confirmed as introverts or extroverts. The MBTI Form M consists of a 93-item questionnaire that
measures the participant's personality type. This researcher sent a hard copy of the questionnaire
to each participant with a pre-stamped return envelope. Upon taking the assessment and sending
the form back to this researcher, the results were scored by an individual who met the MBTI
criteria to score the results officially. The MBTI was selected because it is a recognized tool for
understanding one's personality type (Lake et al., 2019). In addition, the MBTI is noted for its
relative validity and reliability (Capraro & Capraro, 2002: Reynierse, 2013). As a recognized
tool for determining different personality types, the MBTI assessment helped bring validity and
credibility to the overall study by ensuring that only senior pastors who were confirmed as
introverts were selected to participate in the study.
Interviews
The primary data collection method for this study was the interview. Since qualitative
research involves looking at the meaning individuals give to a particular phenomenon, the
interview is often the most appropriate method to explore the phenomenon under investigation
(Merriam & Tisdell, 2016). The interview provided an excellent way for this researcher to
understand each participant’s experience of the phenomenon of the Extrovert Ideal. The overall
interview process was kept informal. Moustakas (1994) writes, “The phenomenological
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interview involves an informal, interactive process and utilizes open-ended comments and
questions” (p. 114). The interviews were semi-structured. The semi-structured interview meant a
general set of questions guided the interview with each participant (Lichtman, 2014). The semistructured approach was advantageous because it gave the interviewer a general guide to follow
while at the same time it also gave this researcher the flexibility to vary the sub-questions as the
phenomenon was explored with each participant. The semi-structured approach is consistent with
what Yin (2016) and Moustakas (1994) state about how phenomenological interviews are
generally more flexible as the researcher will have a broad set of questions to cover, but actual
questions may vary from participant to participant.
Another important aspect of the qualitative interview process is that the questions were
open-ended. Creswell (2014) states that the questions should begin with the words what or how.
These are questions that cannot be answered with a yes or a no and require the participant to give
a deeper description of their lived experience. The following questions were asked during the
interview. The interview questions are listed below each research question they attempt to
address. These questions are also located in Appendix H.
RQ1. To what extent, if any, have introverted senior pastors ever questioned their call to
leadership in light of their personality?
IQ1. Describe your call to leadership in the church.
IQ2. Did your introverted personality factor into your call to becoming a senior pastor?
IQ3. Has there ever been a time when you questioned whether or not you had the right
personality for leadership in the church?

RQ2. What are the implications for introverted senior pastors as they experience the Extrovert
Ideal within the church?
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IQ1. The Extrovert Ideal is broadly defined as the notion that the ideal leaders in North
American culture are extroverts. Describe the extent to which you have or have not
experienced the Extrovert Ideal within the church.
IQ2. When are those times when you have to be more extroverted in your leadership?
IQ3. What are the implications of acting more extroverted in your leadership?
IQ4. Do you need to recharge after those times in leadership that call for more
extroversion? If so, how do you recharge?
IQ5. Has there ever been a time when you felt pressured to be more extroverted in your
leadership?
RQ3. To what extent, if any, has the Extrovert Ideal impacted the leadership styles of introverted
senior pastors?
IQ1. How would you describe your leadership style and key leadership strengths?
IQ2. How would you describe the leadership expectations of your congregation?
IQ3. In what ways has your leadership style been impacted by the expectations of your
congregation?
IQ4. In what ways has your leadership been impacted by the Extrovert Ideal?
RQ4. How do introverted senior pastors communicate their leadership style to their congregation
in order to manage expectations?
IQ1: How do you communicate your leadership style to your church? Does that happen
more intentionally or organically?
IQ2: Has there ever been a time when you experienced a misunderstanding between your
leadership style and the expectations of others?
IQ3: What have been the best practices that have contributed to your communication
success?
IQ4: What advice or resources would you offer to a young person who might be
wrestling with their introverted personality and their call to leadership in the church,
particularly how they will communicate their leadership style?
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Procedures
For the data collection methods, all of the necessary resources were gathered and
submitted for IRB approval. These resources included the consent materials (Appendix A), the
permission request letter (Appendix B), and the recruitment form (Appendix C). After approval
was obtained from the IRB, the leadership of the NorthStar Church Network was contacted. The
leadership of NorthStar was sent an introductory letter explaining the background and the
rationale for the study. Consent was needed from NorthStar to proceed with the study. Signed
consent forms were also received from each of the individual participants selected to participate
in the study.
The interviews were video and audio recorded with the consent of each participant. The
recordings were kept on a password-protected computer in the work office of this researcher. All
of the collected data from the research to include the MBTI results and other data resulting from
the study were kept in a locked file cabinet in possession of this researcher and will remain
completely confidential to respect the privacy of each participant and to preserve the integrity of
the research.
Data Analysis
Equally crucial to the data collection process was the analysis of the data. Since this study
employed a phenomenological design, it is important to note that it can be challenging to
separate the data collection and data analysis processes. Vagle (2018) writes, “In
phenomenological research, like other qualitative research methodologies, it is difficult to
separate gathering of phenomenological material from analysis of phenomenological material, as
the two are so delicately intertwined throughout all phases of a study” (p. 108). This quote
underscores the critical importance of having a plan for the analysis of the data within a
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phenomenological design. Thus, this study employed Yin’s (2016) five-phased cycle of
qualitative data analysis including compiling, disassembling, reassembling, interpreting, and
concluding.
Analysis Methods
The first phase of the data analysis included the compiling of the data. Compiling the data
means arranging the raw data into an order that makes sense (Yin, 2016). The compiling phase
included transcribing the audio recordings of each of the 10 interviews and the initial reading and
re-reading of the transcripts. Otter.ai was used in combination with the Zoom interviews because
it offered a live transcription. As soon as the interviews were over, Otter.ai provided this
researcher with a full transcription of each interview. The transcriptions were then compared to
the audio recordings to correct any errors and ensure the transcription accuracy from each
interview. The main themes and responses from each transcription were then highlighted to start
to arrange the data in a logical manner. In addition, Otter.ai had a built-in tool that highlighted
the main words used in each interview.
The second phase of the data analysis process included the disassembling of the compiled
data. The dissembling phase involved taking the compiled data and breaking it down into smaller
pieces (Yin, 2016). The disassembling phase is where the coding of the data began to take place.
Saldana (2011) writes, "Coding is heuristic – a method of discovery – to the meanings of
individual sections of data. These codes function as a way of patterning, classifying, and later
reorganizing each datum into emergent categories for further analysis" (p. 105). The particular
type of coding used for this study was in vivo coding. According to Saldana, in vivo coding is
based on the actual language being used by the interviewees. The reason for choosing this type
of coding was because the entire phenomenological design of this study was to examine the lived
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experiences of each senior pastor as they experienced the Extrovert Ideal. The participants' actual
language was an excellent way to identify key themes and patterns in the data. During the
disassembling phase, the participants' actual language and key words were broken down utilizing
a Microsoft Excel spreadsheet. Key themes from each research question were consolidated on
different tabs of the spreadsheet.
The third phase of the data analysis process included the reassembling of the disassembled
data. The reassembling phase involved reviewing the key terms from each research question and
then reorganizing them into different groupings or categories (Yin, 2016). For example, this
researcher started to examine how many times the same theme or key words were repeated in
each interview. This phase was also where this researcher started to think about the broader
meanings and patterns behind the analyzed data.
The fourth phase of the data analysis involved interpreting the reassembled data. Yin
(2016) writes, "Interpreting may be considered the craft of giving your own meaning to your
findings – that is, your reassembled data and data arrays. This phase brings your entire analysis
together and stands at its pinnacle" (p. 220). During the interpretation phase of the data analysis,
this researcher examined the codes from phases two and three and started to gather the
conclusions and key meanings from the findings. The question that this researcher asked during
this phase was what do these findings mean. In other words, how are the findings relevant in
terms of answering the overall research questions.
The fifth and final phase this researcher used in the data analysis process was the
conclusion. The conclusion is where the significant findings of the study are captured and
explained to the reader. A solid conclusion seeks to answer the "so what?" question of research
(Yin, 2016). The conclusion sought to summarize the most important findings from the research
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and provide a descriptive interpretation of the potential implications and applications of the
research. This researcher also used the conclusion to point towards the need for future research
on the impact of the Extrovert Ideal on introverted senior pastors.
Trustworthiness
As with any qualitative study, trustworthiness is based on reliability and validity.
Creswell (2014) highlights several validity strategies that can be employed in qualitative
research. The strategies this researcher used to establish reliability and validity included
clarifying the bias of this researcher, checking the transcripts for accuracy, and presenting
discrepant information. These strategies will be explained in greater detail below.
Credibility
In order to provide a significant impact to the knowledge base of the topic being studied,
the overall research design must be credible. Yin (2016) writes, “A credible study is one that
provides assurance that you have properly collected and interpreted the data, so that the findings
and conclusions accurately reflect the world that was studied” (p. 85). One way this researcher
attempted to build credibility was by clarifying his bias. As a strong introvert who scored in the
very clear introvert range of the MBTI, this researcher brought plenty of preconceived notions
and biases about the Extrovert Ideal to the study. While it can be difficult to remove these biases
from the study, this researcher wanted to acknowledge them upfront. The idea was to clarify this
bias to create an honest and open narrative for the reader as they understood the findings in light
of the background of this researcher (Creswell, 2014). Additionally, every attempt was made to
minimize this bias throughout the study.
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Authenticity
Authenticity is another way to build validity and reliability in qualitative research. One
way this researcher attempted to do this was by presenting discrepant information. Creswell
(2014) writes, “Because real life is composed of different perspectives that do not always
coalesce, discussing contrary information adds to the credibility of an account” (p. 202). During
this study, one of the main theories around the Extrovert Ideal was how this ideal could
potentially have a negative impact on introverted senior pastors. However, one of the
conclusions that will be discussed in chapter five runs counter to this theory. For example,
several participants discussed how the Extrovert Ideal was not necessarily detrimental to their
leadership. In fact, it helped them broaden their leadership skillset. The benefits of a broadened
skillset will be expanded on in chapter five but the point here is how every effort was made not
to reach foregone conclusions but allow the authenticity of the data to speak for itself.
Dependability
Dependability refers to the extent that the overall research design, processes, and findings
are consistent and dependable (Merriam & Grenier, 2019). One way this researcher attempted to
build dependability was by checking the transcripts for accuracy. Though Otter.ai was used to
transcribe the audio recordings from the interviews automatically, this researcher then compared
each transcript to the audio recording to ensure there were no errors in the transcription. Any
obvious mistakes from the transcriptions were corrected. Furthermore, any inaudible portions
from the audio recordings were not included in the resulting data analysis.
Transferability
Transferability refers to the degree to which the study's findings could be applied in a
different context (Merriam & Grenier, 2019). In terms of qualitative research, transferability
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can be difficult since the findings have to do with the participants' lived experiences.
Despite the difficulty, this researcher attempted to contribute to transferability by using rich,
thick descriptions. Merriam and Grenier write the following about rich, thick descriptions,
"This involves providing an accurate database, that is, enough description and information
for readers to be able to determine how closely their situations match, and thus whether
findings can be transferred" (p. 29).
Although the present study took place within the context of the NorthStar Church
Network located in northern Virginia, enough information was provided so that readers can
determine whether the findings could be transferred to their specific context. Of course,
transferability cannot be assured. However, the intent was to provide enough detail of the
overall research design and resulting data analysis so that the results could potentially be
transferred to how other senior pastors in different contexts might experience the impact of
the Extrovert Ideal. While each situation is unique, the findings may point to a broader
impact of the Extrovert Ideal on introverted church leaders. Additional research is
recommended to validate transferability.
Chapter Summary
This chapter explained the overall research process utilized in this study. The purpose of
this phenomenological qualitative study was to determine the impact of the Extrovert Ideal on
the leadership styles of introverted church leaders. The research and interview questions were
highlighted as well as the research design and methodology. This research took place within the
context of the NorthStar Church Network located in northern Virginia. The data collection
process included the use of the MBTI assessment to identify introverted senior pastors. Also, the
main data collection method included 10 semi-structured interviews with introverted senior
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pastors throughout northern Virginia. The interviews were recorded and transcribed to assist with
the coding of the data. The coding process and Yin’s (2016) five-phased cycle of data analysis
helped identify key themes and patterns that emerged from the raw data. Every effort was made
to ensure the trustworthiness, reliability, and validity of the data.
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CHAPTER FOUR: ANALYSIS OF FINDINGS
The purpose of this qualitative phenomenological research study was to examine the
impact of the Extrovert Ideal on introverted senior pastors. The study utilized the MBTI Form M
assessment to confirm that each senior pastor scored on the introversion side of the introversionextroversion spectrum. After scoring the MBTI form and confirming each participant’s
introversion, a one-hour semi-structured interview was scheduled. The purpose of this chapter
will be to present the compilation protocol and measures, demographic and sample data, data
analysis and findings, and an evaluation of the research design.
Compilation Protocol and Measures
The sample population for this study was senior pastors affiliated with the
NorthStar Church Network. NorthStar is a network of Baptist-affiliated churches located in
northern Virginia. Semi-structured qualitative interviews were conducted with each pastor to
examine their leadership in light of the Extrovert Ideal. There was a general set of interview
questions (Appendix H) that guided the interviews, but some of the sub-questions varied
depending on the unique experience of each pastor.
An expert panel reviewed the interview questions to ensure that each question helped to
contribute towards the overall research purpose and pointed back to answering the study's main
research questions. The expert panel included three individuals who have a Doctor of Education
degree and a strong understanding of qualitative research. This researcher sent the expert panel
members a feedback email with instructions on what feedback was needed (Appendix I).
Included in the email were the initial set of interview questions (Appendix G) and the Research
Problem and Purpose Statement (Appendix J). The purpose of sending the Research Problem and
Purpose Statement was to give the expert panel members the purpose and use of the research.
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The initial set of interview questions are located in Appendix G. After consolidating the
feedback of the expert panel members, the interview questions were updated to reflect their input
(Appendix H). The main changes included adding a few questions to ensure that each research
question was being addressed. In addition, the research questions were rearranged to make the
interview flow more logically. For example, the first research question started with the call of
each participant to leadership and then moved on to how the Extrovert Ideal has impacted their
leadership.
A pilot test of the interview was conducted with one of the staff members from the
NorthStar Church Network. The pilot test included a debriefing session where the participant
gave this researcher valuable information about the interview questions. The intent of the pilot
test was to increase the overall credibility of the interview as well as provide this researcher with
a trial run of the interview (Magnusson & Marecek, 2015). The pilot test also helped to ensure
that the video-based web conferencing platform and transcription tools were working.
The interviews were conducted utilizing Zoom, a web-based video conferencing platform that
allows face-to-face interviews. The interviews were audio and video recorded. Otter.ai was
utilized to transcribe each interview. After each interview, the transcription was examined and
corrected for accuracy.
Demographic and Sample Data
The interviews were conducted from June 17, 2021 through July 16, 2021. This
researcher worked with the Executive Staff of the NorthStar Church Network to recruit
participants for the study. In addition to including a recruitment note in their monthly newsletter
(Appendix D), the staff of NorthStar reached out to individual pastors to invite them to
participate in the study. A total of 10 pastors contacted this researcher by email and then were
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sent a hard copy of the MBTI Form M. Each pastor tested as an introvert according to the MBTI.
There are 21 questions that measure the introversion-extroversion spectrum on the MBTI Form
M. All of the pastors scored as either a very clear, clear, or moderate introvert. See Table 1 for a
breakdown of the scoring ranges among the 10 pastors. Scoring ranges are the following
according to the MBTI: Very Clear (20-21). Clear (17-19), Moderate (14-16), and Slight (11-13).
Table 1
MBTI Scores of Participants
Participant

Personality Type

Introversion Score

Extroversion Score

Category

Pastor 1

ISTJ

17

4

Clear

Pastor 2

ISTJ

19

2

Clear

Pastor 3

ISFJ

21

0

Very Clear

Pastor 4

INFP

18

3

Clear

Pastor 5

ISTJ

18

3

Clear

Pastor 6

INFJ

21

0

Very Clear

Pastor 7

ISTP

18

3

Clear

Pastor 8

IS(TF)J

21

0

Very Clear

Pastor 9

INTP

21

0

Very Clear

Pastor 10

ISTJ

14

7

Moderate

Figure 1 shows a breakdown by percentage of where the participants fell on the introversionextroversion spectrum. Overall, nine of the 10 participants scored as either a Clear or Very Clear
Introvert.
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Figure 1
Introversion Category by Participant
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The participants included nine male pastors and one female pastor. Each pastor leads a
church that is affiliated with the NorthStar Church Network. The average number of years the
participants were in the senior pastor role was 20.55 years. The average number of years in their
current position was 14.65 years. Table 2 shows the demographics of the participants. The
demographics include the number of years each participant has been a senior pastor and the
approximate number of attendees each week at their church. The participants led churches that
ranged from 30 to 1,200 attendees per week. Church attendance was based on an approximate
number of attendees per week before the COVID-19 outbreak. Pre-COVID numbers were
assessed because some churches are still returning to complete in-person services, which has
drastically impacted church attendance over the last 18 months. While church size was not
included as a criterion for inclusion in the study, the participants led a wide range of churches in
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terms of attendance. The different church sizes provided a rich background of different
perspectives and how the Extrovert Ideal has impacted each pastor regardless of church size.
Overall, the participants were very experienced senior pastors who brought a wide range of
knowledge to the study.
Table 2
Demographics of Participants and the Churches they Lead
Participant

Years as a Sr Pastor

Years at Current Church

Avg # of Attendees per week

Pastor 1

3.5

3.5

180-200

Pastor 2

15

15

200

Pastor 3

20

7

100

Pastor 4

6

4

130

Pastor 5

48

16

1000

Pastor 6

34

34

70

Pastor 7

29

29

1200-1300

Pastor 8

17

17

180-200

Pastor 9

14

14

30

Pastor 10

19

7

30

Data Analysis and Findings
This researcher utilized Yin’s (2016) five-phased cycle of qualitative data analysis. The
five phases include compiling, disassembling, reassembling, interpreting, and concluding. In the
compiling phase, the transcripts were validated and corrected for accuracy. In addition,
prominent themes from each interview were grouped into different categories based on the
research questions. The compiling phase also included highlighting prominent themes from each
transcription and importing these broad themes into a Microsoft Excel spreadsheet. From there,
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the disassembling phase involved taking the prominent themes and then breaking them down
into smaller categories according to each research question. The disassembling phase was
accomplished in Microsoft Excel. The reassembling phase involved reorganizing the data into
different groups and categories based on each research question. During this phase, prominent
themes were categorized and then scored based on the number of times they appeared in each of
the 10 interviews. In the interpreting phase, the prominent themes were analyzed to gain a deep
understanding of the data. These results and conclusions will be presented in chapter five. The
remainder of this section will focus on the prominent themes and findings that resulted from each
research question.
Research Question 1
The first research question focused on the call of each participant to the senior pastor
position. RQ1 was “To what extent, if any, have introverted senior pastors ever questioned their
call to leadership in light of their personality.” The following interview questions were related to
RQ1:
IQ1. Describe your call to leadership in the church.
IQ2. Did your introverted personality factor into your call to becoming a senior pastor?
IQ3. Has there ever been a time when you questioned whether or not you had the right
personality for leadership in the church?

Overall, six of the 10 pastors believe that their introverted personality did play a role in
their call to becoming a senior pastor. An additional two pastors said their introverted personality
only slightly impacted their call. The remaining two pastors stated that their introverted
personalities did not have any bearing on their call. Figure 2 shows the breakdown by
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percentages for the participants of whether or not their personality played a role in their call to
becoming a senior pastor.
Figure 2
Did Introverted Personality Play a Role in the Call to Becoming a Senior Pastor?

20%

20%

Yes

60%

No

Slightly

While six of the 10 participants said their introverted personality played a role in their
call to leadership, only four of the 10 participants believe that their introverted personality has
caused them to question their call to leadership in the church. Figure 3 shows the percentages
among the participants of how many have questioned their call to leadership in light of their
introverted personality.
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Figure 3
Did Introverted Personality Cause Me to Question My Call?
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In addition to the above percentages, each participant's responses to the interview
questions for RQ1 were examined to determine prominent themes that emerged from RQ1.
While each participant's call to becoming a senior pastor was unique, several common themes
stood out from the interview questions. These common themes included learned extroversion,
identity, encouragement, and other pastoral roles. Figure 4 shows the number of participants that
referenced each of the above themes.
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Figure 4
RQ1 Themes
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Learned extroversion
While being confirmed as an introvert was a prerequisite to participating in this study,
seven of the 10 pastors acknowledged the importance of learned extroversion. Learned
extroversion can broadly be defined as the ability to be more extroverted when the situation calls
for it. Learned extroversion was the main theme that came to light as the participants described
their call to leadership. Below are several examples from the participants of how learned
extroversion impacted their call to leadership:
Pastor 1 – “That was one of the feedback items that I regularly got from my
supervising senior pastor was that I needed to learn to work the room, and not be in a
hurry to get into and out of the room.”
Pastor 2 – “I'm not your typical out-front guy. I have to operate that way on
Sundays…It's a learned thing that I have learned to emulate kind of, but that's not my
natural bit.”
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Pastor 4 – “I had kind of learned some life hacks on how to play some of the
extrovert role that I'm sure at age 22 I would not have been able to do”
Pastor 5 – “I have trained myself to be an extrovert in ministry, even though
that's not my personality type. I've learned some things that have served me well.”
Pastor 7 – “I think most people would say I'm pretty honest and genuine. I'm just
not boisterous. I'm not a life of the party person. I have learned extroversion, when it was
necessary.”
Pastor 8 - “I had to figure out how to do the upfront stuff, because that's required
of the job.”
Pastor 10 – “to stand up in front of the congregation, to lead the worship service,
to lead meetings, so on and so forth, to speak to people, to witness to people. Yes, I've
always had to reach in to that other personality.”
Identity
Another prominent theme that emerged from RQ1 was the importance of identity and
acknowledging that the participants had to be themselves. Some pastors struggled with this early
on as they described their call to leadership. However, along with age and maturity came an
acceptance of who they are as leaders. It is important to remember that the participants
interviewed for this study had been senior pastors for at least three years and much more than
that in most cases. Therefore, the participants had time to grow through their call to leadership.
The following are some examples from the participants of how they had to learn to be
themselves:
Pastor 2 - “And one of the biggest things was I had to get past feeling like, I'm
not what I should be…. And my purpose is to lead from who I am not from who other
people think I should be.”
Pastor 3 – “This is who I am and this is how I can best operate and serve you.”
Pastor 4 - “I began to sense that this is the sort of thing I can do, and I can do
well. And that God has indeed gifted me for.”
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Pastor 5 – “I see deficiencies in my personality and in life in general. I mean, we
all have them. But I've never doubted God's call.”
Pastor 9 - “It's taken me a long time and other people affirming and appreciating,
to understand that what I bring to the table is different, but it's also valuable.”
Pastor 10 – “But at the end of the day, it just doesn't seem to work. I’ve got to be
me.”
Encouragement
The third theme that emerged from RQ1 was encouragement. The encouragement that the
participants received from others was an important factor as they grew into their calling. In
several instances, this encouragement came from a supportive spouse. Wherever the
encouragement came from, the critical point is that it kept the participants going during those
times when they questioned their call. Here is how some of the participants described this
encouragement:
Pastor 2 – Describing another introverted church leader, he stated, “The fact that
he's as introverted as he is, is an incredible encouragement to me as an introverted
leader.”
Pastor 3 – Acknowledged that his wife has been an encouraging voice. She said,
“You’re here to serve God.”
Pastor 4 - Describing his wife, he stated “She said, ‘This fits you like a pair of
broken in shoes.’ And she said, ‘Don't discount that.’ And that's helpful because she
knew me better than anybody.”
Pastor 6 – “So there was a lot of affirmation there. And so that all factored into
my calling.”
Pastor 7 - “And it was also being around some others that encouraged us in that
direction and saw potential.”
Other Pastoral Roles
Interestingly, several of the participants did not set out to become senior pastors. For
example, they started in student ministry or as an associate pastor and never thought they would
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leave these positions. In addition, one of the pastors started in the world of academia as a
professor. A couple of the participants even ended up being the senior pastor of the church where
they were already serving as a student or associate pastor. These positions seemed to play an
essential role for each pastor as they grew from these experiences and were able to apply what
they learned to the senior pastor position. One of the unique things about the participants who
became senior pastors in the churches where they were already serving was that they had already
built solid relationships and trust with their respective congregations prior to becoming the senior
pastor. One of these senior pastors even stated that his situation where the church already knew
him may have mitigated some of the impact of the Extrovert Ideal on his leadership. The
following is how the participants described other pastoral roles they served in and how that
impacted their call to leadership:
Pastor 2 - “And I became one of twelve staff pastors at this church and thought
this is it, I'm an associate pastor…I can do what I do in a way that fits my personality.
And I thought that was the role I was going to be in.”
Pastor 3 – “I felt called to go into youth ministry. I don't feel like I've ever been
called to a senior pastor role. I feel like I was put into it by circumstance…but I believe in
the providential hand of God. I believe he has placed me where I am, but I never felt
called to be a senior pastor. My personality type prefers more of a team ministry.”
Pastor 4 - “I did enter seminary with the intent to actually pursue a PhD and to
teach at a college or university.”
Pastor 8 – “That's where I've kind of realized I've got some other options for
ministry other than lead pastor, because I really didn't want to do that. So that's what I
pursued…I pursued a Christian education degree as opposed to a divinity degree. And
even when I went to seminary, I did Christian education, as opposed to a Masters of
Divinity.”
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Research Question 2
The second research question focused on the implications of the Extrovert Ideal on the
leadership of the participants. RQ2 was “What are the implications for introverted senior pastors
as they experience the Extrovert Ideal within the church?” The following interview questions
were related to RQ2:
IQ1. The Extrovert Ideal is broadly defined as the notion that the ideal leaders in North
American culture are extroverts. Describe the extent to which you have or have not
experienced the Extrovert Ideal within the church.
IQ2. When are those times when you have to be more extroverted in your leadership?
IQ3. What are the implications of acting more extroverted in your leadership?
IQ4. Do you need to recharge after those times in leadership that call for more
extroversion? If so, how do you recharge?
IQ5. Has there ever been a time when you felt pressured to be more extroverted in your
leadership?

Overall, all 10 of the senior pastors believe the Extrovert Ideal has impacted the church.
However, three of the 10 pastors felt that it was questionable whether they have personally
experienced the Extrovert Ideal. Figure 5 shows how this is broken out.
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Figure 5
Does the Extrovert Ideal Exist Within the Church?
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IQ5 asked the following question, “Has there ever been a time when you felt pressured to
be more extroverted in your leadership?” Of the 10 participants, five answered yes to this
question, three answered yes but only when they first started in ministry, and two answered no.
Figure 6 shows a chart of these results.
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Figure 6
Have you Felt Pressured to be More Extroverted in your Leadership?
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Of the eight pastors who indicated they have felt pressured to be more extroverted in their
leadership, they were split on whether this pressure was more external, more internal, or a
combination of both (Figure 7). Internal pressure would be the pressure that the participants put
on themselves. On the other hand, external pressure would come from others such as church
congregants, elders, volunteers or other staff members and key ministry leaders.
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Figure 7
Internal or External Pressure?
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Overall, while each situation is unique, the pressure to be more extroverted seems to stem
from internal and external expectations. For example, the expectations come from the
congregation but also from the internal thoughts that each participant had of how they thought a
senior pastor should lead. These expectations seemed to be more of a concern as the participants
first started in ministry. As they grew in maturity and gained more experience, they seemed to
have come to more of an acceptance of who they are and the leadership gifts they bring to their
respective congregations.
In light of the five interview questions associated with RQ2, the most prominent
implication of acting more extroverted in their leadership is that it drains their energy. All 10
participants discussed this theme. The participants all understood that there are times in
leadership that call for more extroversion. However, the downside to this is that it causes energy
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depletion. Other themes that emerged from RQ2 included self-doubt, increased self-awareness,
and a learning process. Figure 8 shows the number of participants that alluded to the above
themes.
Figure 8
RQ2 Themes
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Drains Energy
Perhaps unsurprisingly, the main implication for the participants in terms of acting more
extroverted in their leadership was a depletion of energy. One of the primary differences between
introverts and extroverts has to do with energy levels. Extroverts draw energy from being with
people and mingling with the crowd. On the other hand, introverts are drained by large crowds
and need time alone to recharge (Cain, 2012: McHugh, 2009: Stephens-Craig et al., 2015).
Below are some examples of how each participant described their energy levels when acting
more extroverted:
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Pastor 1 – “The post-service conversations are draining”
Pastor 2 – “And that's where people are praying and crying and seeking and
asking, and I love those conversations. But I’ve got to tell you when I'm done there, I'm
done. That takes my battery down”
Pastor 3 – “I think leading up to the preaching moment is what depletes my
energy”
Pastor 4 – “But it's the time before and the time after, where I'm having to greet
and meet, and chit chat, and play the room…that's exhausting for me”
Pastor 5 – “But if it's a big group, it's more draining. I prefer small groups around
the table. That's easier for me to handle”
Pastor 6 – “Most Sunday afternoons, I have to go home and take a nap. It's being
upfront leading other people in worship. And being in the spotlight for an hour for me is
very draining”
Pastor 7 – “The crowds drain my batteries.”
Pastor 8 – “If there's a way that there is an impact on leadership, that would be it,
just less energy for that administrative council meeting or less energy for that worship
service”
Pastor 9 – “But for me, the cost of that, on the other end is high, I am completely
depleted from that experience.”
Pastor 10 – “Once it’s over, I'm drained”
Figure 9 shows the activities highlighted by the participants that cause energy depletion.
By far, the most energy-depleting activities were the conversations before and after the Sunday
service. The participants did not want to avoid these conversations because they knew the
importance of connecting with others, but the downside was that these conversations were very
draining. Other draining activities included being with large groups, meetings, casual
conversations, and social events. Interestingly, not one of the senior pastors stated that preaching
drained their energy.
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Figure 9
Activities that Cause Energy Depletion
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In terms of energy, each senior pastor discussed several hobbies they do in order to
recharge. While the hobbies varied from participant to participant, the important point was
building time into their schedule in order to restore their energy levels. The most prominent
hobbies included time alone, reading, exercising, quiet time, taking a nap, and writing.
Exercising took the form of anything from walking to biking to going to the gym. Figure 10
shows the various recharge hobbies that each participant mentioned.
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Figure 10
Recharge Hobbies
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Self-doubt
The second most prominent theme for RQ2 was self-doubt. For the pastors that
referenced a theme of self-doubt, this took the form of wondering if they were the right person
for the job. Self-doubt seemed to impact the participants more so at the beginning of their call to
leadership. Self-doubt had a lot to do with not measuring up to what might be expected of a
leader. Following are some examples of how the participants described their struggle with selfdoubt:
Pastor 2 – “One of the biggest things was I had to get past feeling like, I'm not
what I should be.”
Pastor 6 – “I have asked myself many times, is this really where I need to be?
And it's been a long journey that I still struggle with.”
Pastor 9 - “For a long time, I felt like, if somebody else were in this role,
somebody more like that, then we would be doing better in X, Y, and Z.”
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Pastor 10 - “Am I the right one? But what happens is a lot of times, I'll see the
results of something. And it makes sense, to me it’s clear that I'm where I'm supposed to
be.”
Increased Self-awareness
The implications of the Extrovert Ideal for the participants were not necessarily
detrimental. In fact, one of the themes that emerged was that acting more extroverted gave
several participants an increased sense of self-awareness. They began to realize that acting more
extroverted in certain situations could broaden or stretch them as leaders. In this way, those
extroverted expectations seem to help them grow as leaders. The following are some statements
from the participants and how they described this increased self-awareness:
Pastor 2 - “I think at some point you have to develop who you are, who God
wants you to be, and be comfortable in your skin in that. And I think, for me, it was
incredibly formative, too.”
Pastor 3 - “I think when I was in my 30s, I felt like I needed to be more showy if
you will, just to keep people's attention and so on. But as I grow older, first of all, I don't
have the energy to be something I'm not. And so, I've come to more of an acceptance of
who I am.”
Pastor 4 - “As a pastor, I want to meet that need that somebody might have in the
moment. And so being an introvert who has had a lifetime of being forced to play that
extrovert role has stretched me and broadened me to become a very different kind of
leader.”
Pastor 5 - Watched his extroverted wife work the room and engage with people
and said the following, “And it occurred to me that I could do that. I could study my
sermon all week. And I could pray all week, but I only had those precious moments with
the people for a short period of time. I needed to give myself to that. I just started doing
what she was doing.”
Pastor 9 - “I started realizing that my capacity for vision and communication and
the way that I listen, that those are also gifts that not everybody else has.”
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Early Struggles
Similar to the theme of increased self-awareness, another theme that emerged from RQ2
was a learning process for several pastors as they struggled to deal with the implications of the
Extrovert Ideal early on in their ministry. However, they have learned from those experiences
and become more accepting of the gifts that God has given them. Several statements summed up
this theme:
Pastor 2 - “It was there a lot more at the beginning when I wasn't really sure of
my footing. As the longer I've done this…that has enabled me to really develop into me,
instead of me trying to be someone else.”
Pastor 4 - “Did the expectation of the extrovert ideal slow my realization that I
was indeed equipped and called into ministry? And the answer to that is a resounding
yes.”
Pastor 8 - “And that means you're going to have to let me be who I am and make
some mistakes and learn from them. And I'm going to have to let you do the same thing.
So, let's just do this together.”
Research Question 3
The third research question focused on the extent to which the Extrovert Ideal has
impacted the leadership style of the participants. RQ3 was “To what extent, if any, has the
Extrovert Ideal impacted the leadership styles of introverted senior pastors?” The following
interview questions were related to RQ3:
IQ1. How would you describe your leadership style and leadership strengths?
IQ2. How would you describe the leadership expectations of your congregation?
IQ3. In what ways has your leadership style been impacted by the expectations of your
congregation?
IQ4. In what ways has your leadership style been impacted by the Extrovert Ideal?
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The first interview question for RQ3 focused on the key leadership strengths that
introverted senior pastors bring to the respective churches they lead. A few of these key strengths
include teachability, listening, building consensus, and asking questions. See Figure 11 for a full
list of leadership strengths and the number of times each strength was mentioned by the
participants.
Figure 11
Key Strengths of Introverted Senior Pastors
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In addition to the key leadership strengths listed above, several themes emerged from the
interview questions associated with RQ3. The main theme centered around pastoral care. The
participants felt different expectations on their leadership in terms of providing pastoral care
support. For example, the older generation of church attendees seemed to expect the senior
pastor to handle all of the pastoral care visits. Other themes associated with RQ3 included whom
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one follows in leadership matters, preaching preference, and the priesthood of believers. Figure
12 shows the number of participants that referenced each of these themes:
Figure 12
RQ 3 Themes
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Pastoral Care
The main theme concerning how the Extrovert Ideal impacts the leadership style of the
participants was around pastoral care. Within this theme, there appear to be some generational
differences. For example, senior adults generally expect the senior pastor to be the primary
person conducting all of the pastoral care visits. Handling all of the pastoral care can be a
struggle, especially in a large church where it might not be feasible for the senior pastor to visit
every person who is sick or in the hospital. Some of the pastors have come up with a team-based
approach to pastoral care because they realize that handling all of the pastoral care visits
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themselves could lead to energy depletion and burnout. Below is what the participants
highlighted around pastoral care:
Pastor 1 – “I do think our senior adults expect more extroverted (leadership), I
haven't heard that from our young families.”
Pastor 2 - “I think the older generation certainly expected the traditional pastor
model. By that I mean the extroverted ideal, who's going to provide all the pastoral care
and do all the things.”
Pastor 5 - “I think younger people are much more into consensus and team work
than maybe older people who grew up with the model of the pastor calling the shots and
telling everybody what to do and all of that. So, I think that is different than the demands
for visitation and coming to see me when I'm in the hospital. That's more of an older
adult concept.”
Pastor 7 – “If I go visit someone in the hospital, they have got to be deathly
ill…I'm not going to be the guy that always shows up at everything just because I'm the
Big Cheese. There are plenty of other people that can do that. Some of that is because I'm
not as comfortable with it. But most of it is I just know that the more I become the key
figure, the less others have a chance to grow. And ministry is for all of us.”
Pastor 8 - “I think that probably the biggest difference is in terms of pastoral care,
the older generation expects it to come more from the senior pastor than from anybody
else.”
Pastor 9 - “It's around the pastoral care piece, sort of the expectation to call and
be in touch with people just sort of keeping tabs, I'm not talking about somebody
reaching out to me, I am there, but feeling like I should be in constant contact with
everyone.”
Who you Follow Matters
Another theme that emerged from RQ3 was that who one follows in leadership can
significantly impact the expectations placed on the next pastor. In terms of personality, the
participants agreed that it would be challenging to follow an extroverted pastor who was loved
by the congregation. In that type of situation, the Extrovert Ideal may have more of an impact on
the incoming senior pastor. In addition, some of the participants remarked how they could see
some of their staff members struggle with the Extrovert Ideal. The struggle could be intense if
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the staff member is following an extrovert and is in a position where extroversion could be seen
as an ideal trait, such as being a student pastor or worship pastor. The following are some of the
statements from the participants about the difficulties associated with following an extroverted
pastor:
Pastor 1 - “Here I was blessed because the senior pastor before me was not a
massive personality, extreme extrovert. The associate pastor was and I think that's
making some of my associate staff members struggle in their introverted personality,
because they're being compared to somebody that had a big personality. Yeah, I think it's
more detrimental for them to follow an extroverted leader, I think it would be more
difficult than following an introverted leader.”
Pastor 2 - “Anecdotally, it seems like it would be harder to follow an extroverted
pastor, because the comparisons will happen. The advantage I had, I think, is that nobody
thought things were working well.”
Pastor 4 - Followed an extroverted leader and said, “How did that affect me? I
definitely felt the weight of that. And I think anytime you enter into somebody else's
shoes, there's expectations on you.”
Pastor 5 - He said the following about an extroverted leader he was thankful he
did not have to follow, “Because I just couldn't have the personality he had. And I think
the people they were so drawn to him…you can be blessed by your predecessors or hurt
by them.”
Pastor 8 - Became the senior pastor after some rough times the church had been
through. He said this actually helped lessen the expectations on his leadership. He put it
this way, “But I think by the time I became the lead, because I'd been here for so long.
And because of some of the things that we had gone through together with the church, I
got a pass on a lot of stuff.”
Preaching Preference
One of the areas where the participant's leadership has been impacted significantly by the
Extrovert Ideal is their preaching preference. By and large, senior pastors are responsible for
most of the preaching to their respective congregations. Several participants stated how they
have adjusted their preaching style to appeal to their congregations and to lean into their own
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strengths as a leader. Four of the 10 participants discussed how the expectations of their
congregation have impacted their preaching style.
Pastor 4 - “I would say that the expectation to be an extrovert has changed my
preaching preference, my preaching style preference, and in both good and bad ways.”
Pastor 6 - “For most of my career, I've stepped into the pulpit with a broad
outline that I used as my guide during the sermon. And in recent years, I've done more of
a total manuscript. And I've noticed a big difference in how that goes over. Or at least
how I feel about it. If I've got the manuscript, I might not have to stick to it word for
word, but I think the overall quality is better, the more prepared I am.”
Pastor 8 - “I was always super uncomfortable with really a traditional type
sermon and standing behind the pulpit and all that, it didn't take long for me to move that
furniture off stage.”
Pastor 10 - “I think sometimes that extroverted preacher is more forceful, and
more dynamic and more vocal. And that's not my style. If I'm in a position or a place
where that is significant or important, then I feel the effects of that.”
Priesthood of the Believer
Three of the 10 pastors referenced the priesthood of believers. The priesthood of
believers is based on 1 Peter 2:9, which says, “But you are a chosen race, a royal priesthood, a
holy nation, a people for his own possession, that you may proclaim the excellencies of him who
called you out of darkness into his marvelous light” (English Standard Version, 2001). The idea
is to remind people that everyone in the church has a role to play, not just the senior pastor.
Several participants commented how they are intentional in reminding their congregations of this
truth.
Pastor 4 - “Maybe small comments here or there to try to diminish my role as the
lone wolf leader, and remind the congregation that we are a priesthood of believers.”
Pastor 6 - “Another factor with being an introvert is my leadership style is to kind
of sit back and let other people take the lead. And, that's very helpful in a church where
you believe in the priesthood of the believer, and letting congregations find their way, as
opposed to following the one vision of the one person in charge.”
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Pastor 7 - “I feel like helping others succeed and being willing to take a backseat
whenever you can is really an advantage in ministry.”
Research Question 4
The fourth research question focused on how introverted senior pastors communicate
their leadership style to their congregations. RQ4 was “How do introverted senior pastors
communicate their leadership style to their congregation in order to manage expectations” The
following interview questions were related to RQ4:
IQ1. How do you communicate your leadership style to your church? Does that happen
more intentionally or organically?
IQ2. Has there ever been a time when you experienced a misunderstanding between your
leadership style and the expectations of others?
IQ3. What have been the best practices that have contributed to your communication
success?
IQ4. What advice or resources would you offer to a young person who might be wrestling
with their introverted personality and their call to leadership in the church, particularly
how they will communicate their leadership style?
The first interview question associated with RQ4 asked the participants how they have
communicated their leadership style to their respective churches. Figure 13 shows how the
participants were split on whether or not the communication of their leadership style occurs
intentionally, organically, or a combination of both. Some of the pastors are very intentional
about setting expectations upfront and using the pulpit to communicate their leadership style,
while others communicate their leadership style more organically in conversations with church
members. Overall, there does not appear to be a preference for how introverted senior pastors
communicate their leadership style.
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Figure 13
How Have You Communicated Your Leadership Style?
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Overall, several themes emerged from the interview questions associated with RQ4.
These themes included clarity, grace, and studying other communicators. Figure 14 shows the
number of participants that mentioned each of these themes. Clarity seems to be an essential
factor for introverted senior pastors as they attempt to mitigate some of the unrealistic
expectations placed on them by others. This clarity includes transparency about their strengths
and weaknesses as leaders. As stated in the discussion on authentic leadership, this transparency
can increase the credibility of the leader.
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Figure 14
RQ4 Themes
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Clarity
The primary theme that emerged from RQ4 was the need for clarity in communication.
Clarity seemed to be the critical piece that helps introverted senior pastors mitigate any
unrealistic expectations that the congregation may have of their leadership. Several pastors
discussed the importance of setting expectations right upfront of what could be expected of their
leadership. One pastor even stated that clarity is kindness which is a byproduct of the fruit of the
spirit. Overall, the participants had the following things to say about the importance of clarity in
communication:
Pastor 1 - “I have tried to educate our people, on one, the role of the pastor and
what they do and what they don't have to do, and make expectations clear. So, there's
been some push from me to define things in a way that are compatible with me and the
way I see leadership within the realm of being biblical.”
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Pastor 2 – “Clarity is kindness. And so, I think that once I grabbed onto that
truth, I was able to make the gap between expectations and reality that results in
disappointment, I was able to make that go away. Because I can set expectations going
forward, this is where we're going. And we're going to go at this pace. And that helped.”
Pastor 7 – “But in any opportunity there is to clarify or to clear up, the leader sets
the pace in all that, if the leader is not willing to do one of those. I've heard this years ago,
it says where the leader takes liberty, the followers take license.”
Pastor 8 - “When we hire new staff, I always make sure I understand their
communication styles and their leadership style, and give them an option to kind of lay
that out, but also my own and how I interact with people. And what my expectations are
in terms of that.”
Pastor 9 - “The other piece of that is to really learn about your strengths and your
gifting and lean into that, and have confidence in that. And be clear about that. I think
that's more and more where I even see myself having conversations with the leadership
team to say, Okay, this is what I have to offer, and this is what I can give.”
Pastor 10 - “And I feel like I've spoken to people not ordering them, making a
request and making it clear what I want.”
Give yourself Grace
An interesting theme that emerged from RQ4 was grace. Several participants alluded to
the importance of allowing themselves to fail and then learning from those failures. The
acceptance of failure seemed to come with age and maturity. Again, the participants interviewed
for this study were experienced senior pastors with many years of practice as leaders. Here is
what the participants stated about giving themselves grace:
Pastor 2 - “If that's all you ever see (the Extrovert Ideal), then you are going to
feel like a failure. Because you're not that, I'm not that, never going to be that. God made
those people already. He doesn't need another one. No, he made me, He made you on
purpose for a purpose. But you’ve got to discover who you are and discover there are
other ways to do this leadership thing and this communication thing.”
Pastor 4 - “The advice and guidance I would give is practice and to get out there
and fail as much as possible, and take none of it personally. And instead, get out and
figure out how you can do this better and well… And there are ways to improve at
literally everything. And figuring out some sort of system to get better. Over time. It'll
happen, just give yourself enough grace to get there.”
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Pastor 5 - “An older pastor was once asked what's the main thing you've learned
after a lifetime of ministry? And his answer was the thousands of ways you can be
misunderstood.”
Pastor 7 - “It takes a pretty confident leader to allow messes to happen under
their watch so that someone can learn to grow. And so, I think for us, that's just
something we're having to learn to do more is to not let our image or ego be so important
that we don't give people a chance to try things and fail and make messes.”
Study Other Communicators
Several participants highlighted the importance of studying other communicators. Other
communicators have the ability to serve as mentors and guides even if the participants did not
know some of these speakers personally. Studying other communicators is especially true in the
age of the internet. One can listen to virtually thousands of sermons and study some of their
favorite communicators from the confines of their home. The participants stated the following
about studying other communicators:
Pastor 2 - “Study other communicators. I listen to them as they teach or preach, I
listen to them as they cast vision.”
Pastor 4 - “Study those people who communicate well, read books about good
communication skills and solicit feedback from people and ask what's working, what's
not working if at all possible.”
Pastor 9 - “I would probably encourage them to take some sort of class or get
some sort of coaching, where they were able to practice that (communication).”
Evaluation of the Research Design
A qualitative research design was chosen for this study because it offered the best way to
explore the impact of the Extrovert Ideal on the participants. As Creswell (2014) notes,
qualitative research explores the meanings that certain groups and individuals give to a particular
concept. In the case of this research, the concept being investigated was the Extrovert Ideal.
Since the Extrovert Ideal is a rather abstract concept that cannot be measured, the qualitative
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approach presented the best option for examining the participants' lived experiences. In addition,
the qualitative approach allowed this researcher to examine whether the impact of the Extrovert
Ideal stems more from external or internal expectations. External expectations would come from
outside sources such as church members or fellow staff members, while internal expectations
come internally from the pastors themselves. The difference between internal and external
expectations is significant because the perception that ideal leaders are extroverted may push
introverted senior pastors to put additional pressure on themselves. This in-depth analysis would
not have been possible using a quantitative research design that excluded the participants' lived
experiences.
Another reason why a qualitative research design was chosen is that they lend themselves
to strong validity (Creswell, 2014). Strong validity helps to increase the accuracy of the findings.
One way validity was employed during the study was to clarify the bias this researcher brings to
the study. As a strong introvert, this researcher acknowledges this bias and worked to fight
against it during the entire study. The one consistent question this researcher asked himself was
whether some of the findings were what he was expecting to find or were the findings based on
what the actual data was saying. Every effort was made to let the data speak for itself. There is
always an element of human error implicit in any study. Therefore, this researcher may have
unknowingly incorporated his bias into the research at specific points. A notecard was kept at
this researcher's workstation. The notecard asked whether or not any bias was interfering with
the analysis. In addition, this researcher stated in each interview to the participants that he was a
strong introvert himself and wanted to avoid asking any leading questions based on his own
experience with the Extrovert Ideal. Not allowing any bias to interfere with the overall study
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proved difficult, but simply acknowledging it and taking steps to minimize it lends more validity
to the overall study.
Within the qualitative framework, this study utilized a phenomenological design. The
phenomenological design was advantageous because it allowed this researcher to understand the
participants' lived experiences as they described the extent to which the Extrovert Ideal has
impacted their leadership. Focusing on the lived experience of the participants is a hallmark of
the phenomenological approach (Creswell. 2014). The first step of the phenomenological design
involved the sampling method. The pool of potential participants included all senior pastors who
were affiliated with the NorthStar Church Network. The NorthStar Church Network included a
recruitment note in their monthly newsletter (Appendix D) and reached out to individual senior
pastors personally to invite them to participate in the study. The personal invitations proved to be
particularly helpful as 10 senior pastors who met the inclusion criteria for the study agreed to
participate in the study. The staff of NorthStar facilitated the introductions by way of email
between this researcher and the participants.
The next step of the phenomenological design included the MBTI assessment. The MBTI
step was accomplished by sending each participant a copy of the MBTI form M which they filled
out and sent back to this researcher. The form was scored by an individual who met the official
MBTI criteria for scoring the Form M assessment. Each participant tested as an introvert. The
MBTI gave an increased measure of credibility to the overall study. This additional credibility
would not have been established if the participants simply self-assessed as an introvert.
The next step of the phenomenological research design included the actual interviews and
then the coding of the data. The interviews were conducted using Zoom, a web-based video
conferencing platform. After analyzing and coding the data, this researcher would suggest one
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improvement to the overall design. A questionnaire may have been helpful to allow the
participants to answer some of the close-ended questions. The close-ended questions included
the ones related to their key leadership strengths and recharge hobbies. The questionnaire may be
helpful to a future researcher. For example, the participants seemed reluctant to reveal some of
their key leadership strengths that have helped them as introverts. Perhaps because of humility or
unfamiliarity with this researcher, a questionnaire may have been better served to allow the
participants more time to think through some of the questions. Then the answers to the
questionnaire could have been compared to the interview responses.
In addition to the research process steps outlined above, several weaknesses of the overall
design should be highlighted. The first weakness has to do with the interviews. Due to COVID19 restrictions within the state of Virginia, the interviews were conducted utilizing Zoom, a webbased, face-to-face video conferencing platform. There are several benefits of utilizing a Zoom
interview, such as reduced travel costs and time since the researcher does not have to travel to
each location. With that said, there are also some drawbacks. For example, it is hard to replicate
the value of an in-person face-to-face interview where the researcher can pick up on important
cues such as body language and facial expressions (Oliffe et al., 2021). Three of the drawbacks
of a web-based interview highlighted by Oliffe et al. include the following: being there virtually
is not the same as in-person, choppy purviews, and dealing with the nuances of the quality of the
video and audio stream. Overall, outside of a few minor difficulties with the internet quality, the
Zoom interviews did provide a viable alternative in place of an in-person interview.
A second weakness of the research design is related to the MBTI. While the MBTI is an
industry-standard tool for assessing different personality types, one of the weaknesses is that
people can have different scores depending on when they take the assessment (Lake et al., 2019:
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Tucker, 2011). The good news about this study is that nine of the 10 participants tested as clear
or very clear introverts. Thus, even if these participants were to retake the MBTI assessment and
score differently, they would still be highly likely to test towards the introversion end of the
spectrum.
A third weakness of the overall research design was that church size was not taken into
consideration. The NorthStar Church Network consists of approximately 150 churches. In order
to reach a sample size of at least 10 participants, there was no limitation placed on the size of
churches that the participants led. Church size is an important point considering that the senior
pastor of a large church could be impacted by the Extrovert Ideal much differently than the
senior pastor of a smaller church. Both contexts could present challenges for introverted pastors.
For example, the senior pastor of a large church may encounter a broader range of expectations
from the congregation, while the senior pastor of a smaller church could encounter more
scrutinized demands on their leadership due to their closer proximity to the church members.
Perhaps the findings could be further strengthened if each church was similar in size.
A fourth weakness of the research design has to do with the subjectivity of data
saturation. Data saturation can be a very abstract concept when it comes to qualitative research.
Bowen (2008) writes, "Data saturation entails bringing new participants continually into the
study until the data set is complete, as indicated by data replication or redundancy." One of the
challenges associated with data saturation is that there are very few guidelines as to when
saturation is achieved in qualitative research (Marshall et al., 2013). The concept of saturation is
often very subjective and left up to the discretion of the researcher. However, when it comes to
phenomenological research, several studies indicate a range from 6-10 interviews is sufficient
(Marshall et al., 2013). Durdella (2019) suggests a range of 5-10 participants for
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phenomenological research. Overall, this study employed 10 interviews. Data replication and
redundancy did occur during the 10 interviews. For example, each senior pastor believes that the
Extrovert Ideal exists within the church and believes it depletes their energy levels. However,
they did vary to the extent of whether or not they have experienced the Extrovert Ideal
personally.
Another critical point to highlight about saturation is that each situation and pastorate is
unique. While 10 interviews seemed to be sufficient to yield a complete data set, this researcher
could interview twice as many introverted senior pastors and each story would be unique to the
participant involved. Perhaps this is the crux of what makes data saturation so challenging.
Keeping in mind that the overall intent of this study was to examine the impact of the Extrovert
Ideal on introverted senior pastors, 10 pastors seemed to be an ideal number in terms of
achieving a complete data set.
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CHAPTER FIVE: CONCLUSIONS
This chapter summarizes the conclusions drawn from the research and subsequent data
analysis. The focus of the chapter will be on identifying the potential implications and
applications resulting from the research. In addition, this chapter will conclude by taking a look
at the research limitations as well as suggestions for future research.
Research Purpose
The purpose of this phenomenological study was to explore the impact of the Extrovert
Ideal on introverted senior pastors who lead churches within the NorthStar Church Network
located in northern Virginia. The Extrovert Ideal was broadly defined as the perception that the
ideal leaders are extroverted in their personality type. The theory guiding this research was a
connection between strengths-based leadership and authentic leadership. Strengths-based
leadership says that people are more effective when working in an area of strength rather than
weakness (Rath, 2007). Authentic leadership says that people like to follow leaders who are
consistent in their values, beliefs and actions (Northouse, 2016).
Research Questions
RQ1. To what extent, if any, have introverted senior pastors ever questioned their call to
leadership in light of their personality?
RQ2. What are the implications for introverted senior pastors as they experience the
Extrovert Ideal within the church?
RQ3. To what extent, if any, has the Extrovert Ideal impacted the leadership styles of
introverted senior pastors?
RQ4. How do introverted senior pastors communicate their leadership style to their
congregation in order to manage expectations?
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Research Conclusions
The primary purpose of the research was to explore the impact of the Extrovert Ideal on
introverted senior pastors. As Cain (2012) reveals, the Extrovert Ideal is alive and well within
North American culture in general. But what about the church? What kind of impact has the
Extrovert Ideal had on introverted senior pastors? This section will provide some answers to this
question based on the research of this study and the subsequent data analysis and findings. The
resulting conclusions and implications will be explored with the intent to gain an increased
understanding of how introverted senior pastors provide leadership to their respective churches
in the midst of the Extrovert Ideal.
At the outset of this study, one of the research assumptions was that God calls both
introverts and extroverts to leadership positions within the church. The church is built up when
faithful leaders heed God’s call in their lives to lead and encourage others. With that said, this
study focused specifically on introverts and their leadership in the church. Thus, the conclusions,
implications and applications presented in this chapter focus on the unique experiences of 10
introverted senior pastors who minister in the context of northern Virginia and lead churches that
are affiliated with the NorthStar Church Network.
The data points to five conclusions that can be drawn from this research. These
conclusions include the following points:
1. The Extrovert Ideal is challenging but not detrimental to the leadership of introverted
senior pastors.
2. The Extrovert Ideal in large part depends on who you follow in leadership.
3. Introverted senior pastors need to build times of rest and recharging into their
calendars.
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4. Introverted senior pastors need to extend grace to themselves as they grow into their
calling and become more effective leaders.
5. Communicating with clarity can help mitigate some of the implications of the
Extrovert Ideal.
Research Conclusion One
The Extrovert Ideal is challenging but not detrimental to the leadership of introverted
senior pastors. Concerning the Extrovert Ideal, it can be easy to conclude that the impact of this
ideal is entirely negative on introverted senior pastors. An examination of the literature for this
study showed how the Extrovert Ideal can lead to burnout and frustration in ministry (Hester,
2017: McHugh, 2009). However, the research concluded that while challenging, the Extrovert
Ideal can help introverted senior pastors grow as leaders. For example, all 10 senior pastors
interviewed for this study understand that the role of the pastor is going to require times of
extroversion. As one participant stated, this is the people business. It would be hard to succeed in
the people business if the senior leader tried to avoid people. The participants did not want to
avoid people at all. They each understood the need to be with the people, but the challenging
aspect comes in when they are participating in activities that deplete their energy levels. So how
does an introverted senior pastor balance the need to be with people while at the same time being
mindful of their energy levels? The research points in part to a greater sense of self-awareness
among the participants.
A greater sense of self-awareness is an essential leadership trait. Self-awareness also
points back to the discussion on authentic leadership. One of the key aspects of authentic
leadership was how it can foster a greater sense of self-awareness (Luthans & Avolio, 2003:
Walumbwa et al., 2008). For an introverted senior pastor, this means understanding that the gifts
they bring to leadership are valuable. It also means being self-aware enough to realize what they
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can and cannot do. Two of the main themes from the interviews were learned extroversion and
increased self-awareness. These themes would both be positive offshoots of the Extrovert Ideal.
However, the point must be made that the participants in this study were very experienced senior
pastors. The average number of years of being a senior pastor was 20.55 years. The average
number of years leading their respective churches was 14.65 years.
In light of the experience level of the participants, longevity in ministry does not happen
without learning some things in leadership and what might work best in a particular context.
Pastor 5 described this dynamic perfectly. He commented that early on in his experience as a
senior pastor, he would spend most of his Sunday mornings preparing for the message in his
study. The time in his study would cause him to miss many conversations with the congregants.
Then he began to watch his extroverted wife and how she would mingle with the crowd and
encourage people on Sunday mornings. He then reached a straightforward conclusion. If his wife
could mingle with the crowd and love on people before the church service, he knew that he could
do that as well. While this time may be more draining for him than his wife, the benefit of the
strengthened relationships with the church members outweighed his desire to stay tucked away
in his study. He also knew that he would need some downtime to recharge from those
interactions.
The above paragraph is just one example of how the Extrovert Ideal can help introverts
grow as leaders. Several participants indirectly discussed how the Extrovert Ideal has broadened
their toolbox and stretched them as leaders. They were able to see the benefits of being more
extroverted in a particular situation and then would apply that behavior to their leadership style
within the confines of not trying to meet the expectations of others, but providing the kind of
pastoral support that a person needs in a specific moment. Meeting needs versus meeting
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expectations is an important distinction. As the participants grew as leaders, they seemed to
become less concerned with the expectations of others and more concerned with how they could
meet the needs of others. The distinction between expectations and needs may be subtle but it is
crucial. Also, it might point to why the 10 introverted senior pastors who participated in this
research have been able to stay in ministry for so long. Expectations can be detrimental in terms
of trying to meet them because those expectations are often unrealistic. Identifying the needs of
others, on the other hand, and then meeting those needs as the situation calls for it is a learned
leadership trait that can benefit introverted senior pastors.
Research Conclusion Two
The Extrovert Ideal depends in large part on whom one follows in leadership. While one
of the assumptions of this study was that the Extrovert Ideal does exist within North American
churches, the extent of the impact largely depends on the personality of the previous pastor. It
would make sense that following an effective extrovert would be difficult for an introverted
senior pastor, but this implication goes beyond merely following an introvert or extrovert. This
conclusion highlights the fact that each situation and calling to the senior pastor position is
unique. Each participant for this study had a unique call to leadership where the situation they
came into had a lot to do with the expectations placed on them.
Perhaps the best way to describe this conclusion is to use a chart. Figure 15 shows the
level of difficulty that an introverted senior pastor may encounter when taking over a pastorate.
On the left side of the chart is the personality type of the incumbent pastor. A lower or negative
number indicates the incumbent is more introverted, while a higher or positive number indicates
the incumbent is more extroverted. At the bottom of the chart is the level of stability within the
church. Church stability is defined as the level of conflict within the church and the strength of
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the church leadership team (Bixby & McClintock, 2016). A lower or negative number on the
chart indicates a church that is experiencing conflict. This type of church is simply looking for a
strong leader to take over and is not necessarily concerned about personality type but wants a
leader who can move them out of conflict. A higher or positive number on the chart indicates a
stable church with low conflict and a strong leadership team.
Looking at Figure 15, an introverted senior pastor following an incumbent who is a
strong introvert and is stepping into an unstable church where there is high conflict may not
experience much of an impact from the Extrovert Ideal. The church is simply looking for a
leader to navigate them through conflict and might be less concerned about personality type. On
the other hand, an introverted senior pastor who is following a strong extrovert and is stepping
into a church with high stability and a strong leadership team may experience a different
expectation from the church. For example, since the church already has a high level of stability,
they may want a leader similar to the previous pastor to preserve the status quo. If the previous
pastor was a strong extrovert, this could lead to unrealistic expectations being placed on the
incoming pastor. The bottom line in all of this is to point out that there are many factors in
leadership and the personality of the previous pastor plays a strong role in this dynamic.
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Figure 15
Impact of the Extrovert Ideal for an Incoming Introverted Senior Pastor
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While every situation is unique, the above chart seeks to identify a trend for what level of
impact the Extrovert Ideal may have on an incoming senior pastor. Two of the senior pastors
interviewed for this study came into a situation where the church was in turmoil. They both
believed that this may have helped their transition process. In addition, they were both already on
staff at their respective churches and had built a level of trust and respect with the congregation.
The impact of the Extrovert Ideal on their leadership might have been more significant if the
church situation had been different. Needless to say, whom a senior pastor follows in leadership
has a lot to do with the expectations they will encounter.
Research Conclusion Three
Introverted senior pastors need to build times of rest and recharging into their calendars.
This conclusion stems from both the Extrovert Ideal and the personality of introverts in general.
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The overarching theme seen throughout the interviews was that the participants felt drained
when they needed to be more extroverted in their leadership. Although introverted senior pastors
understand the need to be more extroverted, the downside is that this drains their energy levels
and leaves them depleted for other activities. In other words, there is a cost factor in terms of
being more extroverted. One pastor described it as similar to the battery on his iPhone. Certain
activities drain his batteries faster than others.
The literature reviewed for this study indicated the importance for introverts to be
cognizant of their energy levels. For example, while extroverts draw energy from being with
people and mingling with the crowd, this activity can be very draining for introverts (Cain, 2012:
Humphrey, 2014: McHugh, 2009: Stephens-Craig et al., 2015). Since acting extroverted is so
draining, this is perhaps why it so important for introverted senior pastors to understand the
importance of building downtime into their calendars. The particular activities do not matter so
much as it does to do them. For example, some of the participants for this study were energized
by exercising, while others enjoyed reading and writing. The one consistency seemed to be time
alone. Introverted senior pastors need time alone to recharge and reenergize themselves.
The term self-care may be overutilized in North American culture, but introverted senior
pastors need to recognize the importance of building downtime into their schedules. Especially
given that introverts are prone to energy depletion from many of the outward tasks often required
of senior pastors, such as small talk and mingling with the crowd. Setting aside downtime
involves the discipline to determine what activities are healthy and re-energizing (Tanner, 2015).
Research Conclusion Four
Introverted senior pastors need to extend grace to themselves as they grow into their
calling and become more effective leaders. This conclusion is significantly pertinent to
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introverted senior pastors who are just starting in ministry. The participants in this research study
referenced a growing process. For example, they had more questions about their personality at
the beginning of their experience as a senior pastor. Once they were a senior pastor for several
years, those questions did not necessarily go away, but the participants became more accepting
of who they were as leaders. Thus, the impact of the Extrovert Ideal seems to be more significant
during those early years of ministry when introverted senior pastors may be more susceptible to
trying to be people-pleasers and meet the expectations of others.
The concept of extending grace to oneself means allowing for times of failure. One of the
problems with the Extrovert Ideal is the notion that the perfect leader has certain personality
traits that introverts will never be able to measure up to (McHugh, 2009). Many of the
participants in this study indicated how they knew they would never be the gregarious and
charismatic type of leader. They knew they could never measure up to that type of leader, but
they have other gifts that are just as valuable in leadership, such as listening and consensusbuilding. Therefore, it was important for the participants to grow in their areas of strength and
not be afraid to fail. Growing in an area of strength points back to one of the main theories that
undergirded this research, strengths-based leadership. Strengths-based leadership is built on the
premise that leaders work best when working from an area of strength (Rath & Conchie, 2008).
For introverted senior pastors, this means capitalizing on the strengths they bring to leadership.
When it comes to extending grace to oneself as a leader, it is important to debunk the
myth that there is such a thing as the perfect leader. Even the most extroverted of leaders have
flaws and shortcomings. Thus, the comparisons are often unfair and unrealistic. Bennis et al. put
it this way, “Do not judge yourself against the failures and successes of the perfect leader. Such a
person does not exist. Judge yourself against what other mortals are able to accomplish” (p. 149).
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This quote speaks to the grace needed as introverted senior pastors grapple with different
expectations in leadership. All human leaders are flawed to a certain extent, but it is God who
extends grace to both introverted and extroverted leaders alike.
Research Conclusion Five
Communicating with clarity can help mitigate some of the implications of the Extrovert
Ideal. There seems to be no substitute for clear communication. A consistent theme seen
throughout the interviews was how the participants highlighted the importance of
communicating with clarity. This clarity extends to how introverted senior pastors communicate
their personalities to their respective congregations. As leaders, certain things are beyond one’s
control. For example, the Extrovert Ideal is beyond the control of the senior pastor. There is not
much the senior pastor can do about those preconceived ideas around leadership that congregants
bring to the church. These preconceived ideas on leadership often stem more from culture than
they do from Scripture, but that should not be surprising considering that we live in a fallen
world (Stott, 2002).
What then can an introverted senior pastor control? They can control the clarity with
which they communicate their leadership style to their respective churches. One senior pastor
interviewed for this study discussed how he was crystal clear about his giftings to the church
hiring committee when they were considering him for the senior pastor position. His giftings
were teaching, administration, and leadership. He was not unwilling to grow in other areas, but
he did want the hiring committee to understand his natural gifts. Being clear on communicating
his strengths helped mitigate some of the expectations placed on his leadership. Additionally, it
may in part explain his success and longevity in ministry. Therefore, the conclusion here would
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be to control those things one can control in terms of communication and then not to take
personally any of those things outside one’s control such as the unrealistic expectations of others.
Communicating with clarity has a connection to authentic leadership. Luthans and Avolio
(2003) note that leaders can grow in authentic leadership when they are transparent about their
strengths and weaknesses. They wrote, “Authentic leaders remain cognizant of their own
vulnerabilities and openly discuss them with associates, so the leader can be questioned to ensure
that the direction he or she is heading in is the ‘right’ direction” (p. 249). Discussing
vulnerabilities with associates is an essential point for introverted senior pastors. Being clear
about their vulnerabilities can help to mitigate some of the unrealistic expectations introverted
leaders might encounter in ministry. It can also help them grow as authentic leaders.
Implications and Applications
The main purpose of this research was to understand the impact of the Extrovert Ideal on
introverted senior pastors. A significant amount of literature supports the perception that people
think extroverts make better leaders than introverts. (Farrell, 2017: Fleeson et al., 2002: Laney,
2002: McHugh, 2009: Stephens-Craig et al., 2015: York, 2016: Zelenski et al., 2012). This
perception also extends to the church (McHugh, 2009). The goal of this study was then to see the
extent of the impact of this ideal on introverted senior pastors. Overall, the study reached the five
conclusions outlined in the previous section. What does this mean from a practical perspective?
This section will attempt to provide an answer to this question.
Practical Implications
There are several practical implications of the research conclusions. The first practical
implication is that leadership stems more from who a leader is than it does from a specific
personality type. This conclusion stands in stark contrast to the Extrovert Ideal, which says that
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the ideal leader has an extroverted personality type. The crux of this conclusion has to do with
the character and faithfulness of the leader. When asked about how they define success in
ministry, the majority of the participants defined success not in terms of numbers or other
metrics but in terms of character and faithfulness. In other words, success in leadership as a
senior pastor has to do primarily with whom a person is rather than having a predisposed
personality. Ledbetter et al. (2016) bring up two points that are pertinent to understanding this
implication. Their first point is that leadership is more about who a person is before what they
do. In other words, leadership stems more from character than it does from a certain personality
type. Their second point is that leadership is primarily about followership. They write, “It is only
through the gift on the cross of Jesus’s life and the gift of the Spirit that people have any chance
of developing into the kinds of people who have the capacity to serve and therefore lead others
well” (p. 111).
The above quote leads to the second practical implication of the research. This
implication is that good leaders in the church are first and foremost followers of God's leadership
in their own lives. Following God's leadership speaks volumes over and above having a
particular personality type. Fryling (2010) calls this wholehearted leadership. He writes,
"Ultimately, wholeheartedness reflects a deep faith in God and his calling in our lives. It cannot
be just going through the motions" (p. 168). Wholehearted leadership requires character and
faithfulness. These virtues take time to build. There is a growing process that was another theme
seen throughout the interviews. Rather than being a flash in the pan type of leader, wholehearted
leadership stems from who a leader is and consistently growing their character and being faithful
to God's call in their life. This implication should be encouraging to introverted senior pastors
who may at times question their call to leadership. Another way to put it is that there are no
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shortcut approaches to leadership. An extrovert may capture an audience's attention with their
charismatic personality, but strong leadership is born out of the outgrowing of character and
faithfulness.
Perhaps an example from one of the interviews will help to drive this research implication
home. In reflecting on his leadership, the most experienced senior pastor interviewed described
running into people he had led during his ministry. These people rarely highlight a sermon that
the pastor gave, but they often comment about how they remember a kind word the pastor said or
how he helped them or a close friend or family member that was going through a hard time.
Those small moments of encouragement stem from character and faithfulness. More importantly,
those small moments have a significant impact on the lives of followers. While it is beyond the
scope of this research to examine the impact of different types of leadership, a strong argument
could be made that character and faithfulness speak more about effective leadership than a
predisposed personality does.
The third practical implication of the research has to do with calling and identity.
Research conclusion one said that the Extrovert Ideal is challenging but not detrimental to the
leadership of introverted senior pastors. One of the positive implications of the Extrovert Ideal
was that it can foster greater self-awareness on the part of the leader. Self-awareness as a leader
is directly related to identity (McSwain, 2013). This identity involves knowing who one is as a
leader, being secure in one’s calling, and growing as a leader. According to Kouzes and Posner
(2017), leadership development is primarily about self-development. Thus, the better a leader
knows their own identity and who they are, the better leader they can become to others. For the
participants in this research, there was a growing process where they grew into this identity.
They seemed to have more questions about their identity early on in their ministry. However,
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these questions seemed to diminish as they grew as leaders and understood their gifts. They may
have still had questions about their personality, but they grew more secure in their calling. As
one participant for this study stated, there have been many times when he questioned his
personality, but he never questioned his call to leadership. Staying committed to his call helped
him to understand the gifts of his personality and grow as a leader.
Practical Applications
There are several practical applications resulting from the research conclusions. For
example, one of the main research conclusions was that whom one follows in leadership matters.
Thus, ensuring a good transition process is the first practical application of the research. Church
hiring committees and leader succession teams would be well served to examine their transition
processes. While the hiring process is crucial for finding the right pastor, the transition process is
equally important (Vanderbloemen, 2016). Having a better understanding of the Extrovert Ideal,
church hiring committees and leader succession teams can work with the incoming pastor to
manage any expectations that may arise during the transition process.
Ensuring a good transition process for the incoming pastor can help contribute to what
Woolever and Bruce (2012) describe as a good pastor and congregation match. They highlight
several benefits of a good pastor and congregation match. These benefits include greater
enthusiasm for ministry, increased emotional health, and less stress. A strong transition team can
also help alleviate some of the anxiety for the incoming pastor as they get to know their new
congregation. While it was outside the scope of this research to examine the transition process,
the transition team can play a crucial role in providing support and encouragement to the
incoming pastor. This support and encouragement could be especially pertinent for an
introverted senior pastor following a very extroverted and charismatic leader.
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A second practical application of the study is related to how acting extroverted is draining
for introverted pastors. Thus, finding time for self-care and recharging is imperative for
introverted church leaders. Self-care is an often-neglected aspect of pastoral ministry, but it is
vitally important for leaders to stay healthy (Burns et al., 2013). While there are many facets to
self-care, the main element is understanding the need to find hobbies and activities that bring
energy and physical restoration. Burns et al. identify several reasons why pastors neglect selfcare. The first reason they note is the unrealistic expectations that are placed on the pastoral role.
All pastors face this pressure. The pressure can become exacerbated for an introverted pastor
struggling to meet the expectation to be more extroverted in their leadership.
Another reason Burns et al. note that pastors neglect self-care is that they do not view it
as imperative. Not viewing self-care as imperative is unfortunate because the downside is
burnout and stress. An examination of the following quote from Gibbons (2013) shows the
importance of rest and restoration, “It’s about burning on, not burning out. I don’t know if many
of us can finish well unless there’s some type of rhythm of rest and restoration and relationship
in our lives” (p. 160). Self-care does not mean pampering oneself or putting oneself above
others. However, it does mean understanding the need to rest and recharge. Self-care can take
many forms. A couple of forms include getting alone with Scripture or finding hobbies that are
motivating and life-giving. Church governance committees would do well to encourage their
pastors to take the time they need to find rest and restoration. The role of the pastor is demanding
whether one is extroverted or introverted in their personality type. Therefore, self-care is a vital
aspect of pastoral ministry.
A third practical application of the study is for the training of emerging pastors and
church planters. McSwain (2013) stated how at one university, first-year students taking spiritual
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formation classes are required to take the MBTI indicator and then go over the results with a
specialist. While the MBTI is an excellent instrument for determining personality type, there are
a variety of other personality assessments that can help emerging pastors and church planters
better understand their personality as it relates to their calling. Learning about different
personality types serves a two-fold purpose. The first is for the leader to better understand
themselves and the strengths they have been gifted with. Understanding one’s personality
strengths can help one grow to become a more effective leader (Rath & Conchie, 2008). Also,
personality assessments such as the MBTI are an excellent way for leaders to gain greater selfawareness into whom God has called them to be. The second purpose of learning about different
personality types is to be able to understand other people better. When leaders have a greater
understanding of different personality types, they are in a better position to serve and meet the
needs of others (Bogel, 2017: Tieger & Barron-Tieger, 1998).
In light of the above paragraph, church training programs for new pastors and church
planters could be well served to include training on understanding different personality
frameworks. This training could help emerging church leaders have a firmer grasp of what
motivates certain people. Tieger and Barron-Tieger (1998) put it this way, “What motivates one
person often has no effect on another. The key to reaching others, whether to make ourselves
understood or to influence their decisions, lies in understanding their motivations and being able
to respond to their needs” (p. 4). Tieger and Barron-Tieger go on to describe how the ability to
understand others is a learned skill. This learned skill could be beneficial for emerging pastors
and church planters since they deal with many different personality types in their ministry.
Understanding that people see the world through the lens of their personality is an excellent first
step to building healthy leaders in the church (Bogel, 2017). Bogel describes understanding
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personality as similar to having a map. A map is a tool that can help church leaders understand
themselves and others better as they seek to build strong relationships within the church.
Theoretical Implications
The main theories guiding this study were strengths-based leadership and authentic
leadership. Strengths-based leadership says that people are more effective when working in an
area of strength rather than weakness (Rath, 2007). Authentic leadership says that people like to
follow leaders who are consistent in their values, beliefs and actions (Northouse, 2016). When
considering strengths-based leadership, the senior pastors interviewed for this study understood
that there were times in leadership that called for them to be more extroverted, but they also
understood their need to grow in their unique strengths as introverts. Overall, the findings of this
study lined up particularly well with strengths-based leadership.
One implication of strengths-based leadership is the need for leaders to surround
themselves with the right people who can complement their strengths (Rath and Conchie, 2008).
For introverted leaders, this means surrounding themselves with people who have strengths in
different areas than themselves. Many of the senior pastors interviewed for this study indicated
the importance of having complementary co-workers in ministry. Surrounding themselves with
people who have different strengths included hiring more extroverted staff members or, in many
cases being married to an extrovert. The main implication is that instead of focusing on building
on an area of weakness, leaders should surround themselves with people who naturally have
strengths they do not have themselves. Surrounding themselves with people who have different
strengths frees up the leader to spend more time working in their respective area of strength
where they can best serve the church and build up the body of Christ.
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Related to strengths-based leadership, research conclusion four noted that introverted
senior pastors need to extend grace to themselves as they grow as leaders. Grace is needed
because leaders have different strengths and weaknesses (Rath & Conchie, 2008). The
weaknesses of introverted leaders can be intensified in a culture that extols extroverted
leadership qualities. However, as Rath and Conchie note, it is futile to focus on these
shortcomings. Instead of focusing on shortcomings, introverted pastors should give themselves
the grace to grow in leadership and not compare themselves to the current cultural leadership
models. Over the course of the long run, this grace can help introverted senior pastors grow and
become more effective leaders in their respective congregations as they focus on their strengths.
In terms of authentic leadership, people want to follow genuine leaders who do not
pretend to be someone else (Northouse, 2016). In other words, authentic leadership calls for a
level of self-awareness on the part of the leader. This self-awareness includes realizing one’s
strengths and weaknesses. Irving and Strauss (2019) write the following, “Leaders who truly
want to serve and empower followers are those who take time to understand themselves” (p. 20).
Understanding and extending grace to themselves was undoubtedly true for the participants in
this study. Perhaps even more so at the beginning of their experience as senior pastors when they
seemed to be more prone to wrestling with the concept of the Extrovert Ideal.
Another implication in terms of authentic leadership has to do with the vulnerability of
the leader. Luthans and Avolio (2003) state that leaders can grow their authenticity by being
open and transparent about their weaknesses. Instead of trying to hide their personality,
introverted leaders can increase their authenticity by openly discussing their weaknesses and
shortcomings. There is a parallel here between authentic leadership and the research conclusion
of communicating with clarity. Communicating with clarity about their strengths and weaknesses
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is a way for introverted leaders to manage some of the expectations associated with the Extrovert
Ideal. Overall, while authentic leadership takes time to build, this theory is encouraging for
introverted senior pastors because growing in authenticity can help them become more credible
leaders and gain the trust and respect of those they are called to lead.
Theological Implications
The theme of Scripture is how God uses many different personality types to achieve His
plan for redemption. There does not appear to be a one-size-fits-all approach to leadership in
Scripture. Each leader is uniquely created in the image of God and brings various strengths and
weaknesses with them in leadership. What must not be overlooked is the importance of humility
and a heart bent on following God at all costs.
While there is a place for spiritual gift inventories and discovering one’s strength in
ministry, there are other theological implications to consider regarding introversion and
leadership. For example, God often uses things the world may consider foolish to advance His
kingdom. In terms of leadership, this may include raising leaders that the world might often
overlook. Looking to Scriptural leadership models is an important application for church hiring
committees as they consider hiring more introverted leaders who bring different gifts to their
respective congregations. Ledbetter et al. (2016) put it this way, “A person whose personality
may not be seen as an ideal match for a position may bring a unique experience, perspective, and
style to the task” (p. 145).
Overall, the church is in desperate need of solid leadership. Both introverts and extroverts
alike are needed to point others towards the good news of the gospel. In addition, the church is
built up when strong and healthy leaders are shepherding people into a growing relationship with
the Lord. Overall, the Extrovert Ideal is not seen in Scripture. The 10 senior pastors interviewed
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for this study are a testament that effective pastoral leadership can come from a wide variety of
introverted personality types as long as their foundation is rooted in the truth of God’s word. It
would have been a detriment to the church if any of the senior pastors interviewed for this study
had burned out in ministry or left the pastorate because of questions around their personality and
whether or not they were the right person to lead their respective churches.
Research Limitations
Several research limitations should be acknowledged in the current study. For example,
this study only examined the impact of the Extrovert Ideal from the context of senior pastors.
There are other positions within the church where the Extrovert Ideal may have a different
impact. Several participants even discussed how they have seen the Extrovert Ideal have a
different type of impact on their staff. Especially their student pastors and worship pastors who
are in positions where the Extrovert Ideal may be more pronounced than an associate pastor who
might work behind the scenes. Either way, it should be remembered that the current study only
considered the perspective of introverted senior pastors.
Another limitation of the research has to do with the MBTI assessment. For example,
each person’s score on the MBTI can vary according to when they take the assessment. While
nine of the 10 participants scored as a clear or very clear introvert, those scores could slightly
change if those participants were to retake the MBTI in the near future. In addition, this research
did not limit the score in terms of the preference for introversion. For example, the criteria meant
that on a scale of 21 possible points, the participants must have scored at least 11 points on the
introversion side. The lowest score among the participants was 14 points. Therefore, this
researcher feels strongly that the participants were indeed introverts. However, it still must be
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acknowledged that a moderate introvert may experience the Extrovert Ideal differently than a
very clear introvert.
Church size was not taken into consideration for this research study. It would be
reasonable to assume that an introverted senior pastor who leads a large church may encounter a
broader swath of expectations on their leadership. On the other hand, however, a senior pastor of
a smaller church may encounter more pronounced expectations because of the proximity to them
as the leader. Overall, the research aimed to fill a gap in the literature. Since no studies have
previously been done on the impact of the Extrovert Ideal within the church, church size was not
a criterion for the present study.
Another research limitation that must be highlighted is how the current study only
examined introverted senior pastors within the context of the NorthStar Church Network. The
NorthStar Church Network consists of churches in northern Virginia, where the demographics
are very similar. For example, northern Virginia is a very suburban and transient area where
people constantly move in and out. The transient nature of northern Virginia has a lot to do with
military families or government workers who may only be stationed in northern Virginia for a
relatively short amount of time. Thus, an introverted senior pastor who serves in a more rural
context may experience the Extrovert Ideal much differently than the participants for this study.
For instance, one of the pastors mentioned how he did not do well when he served as a country
pastor in rural Alabama, where the people were expecting different sermons than he could give
them.
The above paragraph speaks to the limitations of transferability in qualitative research.
Transferability refers to the degree to which the study's findings could be applied in a different
context (Merriam & Grenier, 2019). Since transferability has certain limitations within
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qualitative research, the findings of this study might not necessarily apply in a different context
other than northern Virginia.
Further Research
There is very little research on the impact of the Extrovert Ideal within the church. While
this study examined the impact of the Extrovert Ideal from the perspective of introverted senior
pastors, future studies could approach this topic in several different ways. This section will
identify seven different suggestions for further research.
The first suggestion is to examine the impact of the Extrovert Ideal from the perspective
of introverted student pastors or worship pastors. Their experience of the Extrovert Ideal may be
much different from that of the senior pastor. Student pastors and worship pastors serve in
positions where they are often in front of people. Thus, they may have unique insight into the
Extrovert Ideal and how it impacts their leadership.
The second suggestion would be only to examine the impact of the Extrovert Ideal on
introverted senior pastors who have been in ministry for less than three years. For the current
study, each participant had to be a senior pastor for at least three years. However, a common
theme was that the participants seemed to struggle more with the Extrovert Ideal when starting in
ministry. Therefore, examining the lived experiences of senior pastors with less experience in
ministry may provide additional information and insight into the impact of the Extrovert Ideal
within the church.
The third suggestion for future research is to examine the connection between personality
type and longevity in ministry. Examining this connection could help to answer the question of
whether or not there is a particular personality type that may lend itself towards staying in
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ministry longer. While it was outside the scope of the current research, the results could be
fascinating in terms of determining if introverts or extroverts stay in ministry longer.
As mentioned in the research limitations section, the current study did not take into
consideration church size. Therefore, the fourth suggestion for future research would be to limit
participants based on the size of the church that they lead. The sample size could be narrowed
only to examine introverted senior pastors who lead churches of 500 or more attendees.
Similarly, the sample could be narrowed to only examining the lived experiences of introverted
senior pastors who lead churches of 100 or fewer attendees. The results of this research could be
interesting because senior pastors may experience the Extrovert Ideal quite differently based on
the size of the congregation they lead.
The fifth suggestion for future research could focus on introverted senior pastors who
have stepped out of leadership roles in the church and examine the reasons why they stepped
down. For example, did their stepping down have anything to do with the Extrovert Ideal? This
study focused on introverted senior pastors who have been leading their respective churches for
at least three years. In addition, the participants are currently leading their churches. The findings
could be very different from the perspective of individuals who have burned out in ministry or
left because of exhaustion. These individuals may have additional insight into the phenomenon
of the Extrovert Ideal.
The sixth suggestion for future research would examine the extent of the Extrovert Ideal
from the context of church attendees. For example, a quantitative study could screen hundreds of
church attendees to see what expectations they have of their senior pastors. This type of research
would be beneficial in determining the extent to which cultural expectations of extroversion and
leadership have infiltrated the church.
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The seventh suggestion for future research is to take into consideration other elements of
the MBTI assessment. An important question is whether an ISTJ personality type experiences the
Extrovert Ideal differently from an ISFJ? While both are introverts, the differences on the
thinking and feeling spectrum may yield interesting results about the impact of the Extrovert
Ideal on each personality type. Additionally, what about other personality types? How does the
Extrovert Ideal impact an ISFP or an INTP? Leadership is much more complex than just the
differences between introverts and extroverts. Thus, the results could be interesting in terms of
coming to a better understanding of the impact of the Extrovert Ideal on different introverted
personality types.
Summary of Conclusions
Overall, the conclusions drawn from this research hope to give the church a greater
understanding of how the Extrovert Ideal has impacted introverted senior pastors. One of the
guiding principles behind this research is how introverts and extroverts are both needed as
leaders within the church. Thus, the Extrovert Ideal is potentially harmful because it may cause
introverted senior pastors to question their call to leadership. Despite this potential harmful
impact, the research found that the Extrovert Ideal was not necessarily detrimental to introverted
senior pastors. While all pastors may question themselves at certain times in their leadership
journey, the Extrovert Ideal can be beneficial by helping introverted senior pastors broaden their
leadership toolbox. It takes humility for a senior pastor to consistently examine their leadership
and determine how they need to grow as leaders and expand their influence. This researcher was
very impressed with the participants in this study and their humility and transparency to want to
grow as leaders. The participants were also adept at leaning into the strengths that God has given
to them. The hope is that introverts who are grappling with a call to leadership in the church can
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look to the example of this research and see what a significant impact they can have in the
church. The hope also is that church hiring committees and transition teams can look at this
research to develop better strategies to help incoming pastors deal with some of the expectations
that are placed on their leadership.
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Appendix B -Research Permission Request Form

Dear NorthStar Church Network,
As a graduate student in the Rawlings School of Divinity at Liberty University, I am conducting
research as part of the requirements for a Doctor of Education in Christian Leadership degree.
The title of my research project is A Phenomenological Study of the Impact of the Extrovert
Ideal on Introverted Senior Pastors. The purpose of my research is to explore the impact of the
Extrovert Ideal on introverted senior pastors.
I am writing to request your permission to contact senior pastors who are part of your
organization to invite them to participate in my research study. This contact would be in the form
of an email so I would also request your permission to have a member list of emails for senior
pastors who lead churches that are cooperating members of your organization. In order to
participate in the study, the pastors must meet the following criteria:
-

Must be the senior pastor of a church that is a cooperating member of the NorthStar
Church Network
Must have been a senior pastor for at least three years
Must self-assess as an introvert
Must be confirmed as an introvert according to the Myers-Briggs Type Indicator
(MBTI) Assessment

The data will be used to explore the impact of the Extrovert Ideal on introverted senior pastors.
Participants will be presented with consent information prior to participating. Taking part in this
study is completely voluntary, and participants are welcome to discontinue participation at any
time. Participants, if selected, will be asked to take the MBTI Form M assessment. This
assessment includes 93 questions and takes approximately 20-30 minutes to finish. Participants
would also participate in a web-based, face-to-face interview that will last approximately 60
minutes.
Thank you for considering my request. If you choose to grant permission, please contact me at
spliebegott@liberty.edu or via my cell phone, 703-362-2373.
Sincerely,
Shawn Liebegott
Student, Liberty University
(703) 362-2373
spliebegott@liberty.edu
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Appendix C – Research Recruitment Form
Dear [Pastor]:
As a graduate student in the Rawlings School of Divinity at Liberty University, I am conducting
research as part of the requirements for a Doctor of Education in Christian Leadership degree.
The title of my research project is A Phenomenological Study of the Impact of the Extrovert
Ideal on Introverted Senior Pastors. The purpose of my research is to explore the impact of the
Extrovert Ideal on introverted senior pastors. I am writing to invite eligible participants to join
my study.
Participants must be 18 years of age or older and meet the following criteria:
-

Must be the senior pastor of a church that is a member of the NorthStar Church
Network
Must have been a senior pastor for at least three years
Must self-assess as an introvert
Must be confirmed as an introvert according to the Myers-Briggs Type Indicator
(MBTI) Form M Assessment

Individuals who meet the first three criteria above, if willing, will be asked to take the MBTI
Form M assessment. The assessment contains 93 questions and takes approximately 20-30
minutes to finish. The assessment will be sent in the mail with a pre-stamped, return envelope.
Upon completing the assessment, potential participants will need to use the return envelope to
return the results of the assessment. Individuals who are confirmed as introverts according to the
scored assessment will be invited to participate in the study. Participants will take part in a webbased, face-to-face interview that will last approximately 60 minutes. Names and other
identifying information will be requested as part of this study, but the information will remain
confidential.
In order to participate, please contact me at spliebegott@liberty.edu or via my cell phone, 703362-2373.
A consent document is attached to this email. The consent document contains additional
information about my research. If you meet the study criteria and choose to participate, you will
need to sign the consent document and return it to me at my email address listed above prior to
the interview.
Sincerely,
Shawn Liebegott
Student, Liberty University
(703) 362-2373
spliebegott@liberty.edu
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Appendix D – NorthStar Newsletter Recruitment Note

A Phenomenological Study of the Impact of the Extrovert Ideal on Introverted Senior
Pastors
You are invited to participate in a research study. The purpose of the study is to explore the
impact of the Extrovert Ideal on introverted senior pastors. The Extrovert Ideal is broadly
defined as the notion that extroverts are perceived as better leaders than introverts in North
American culture. This ideal could have a negative impact on introverted church leaders. Thus,
research is needed to understand the overall impact the Extrovert Ideal has on the leadership
styles of introverted senior pastors. The research involves a web-based, face-to-face interview
that will last approximately 60 minutes. Taking part in this research project is completely
voluntary.
In order to participate, you must meet the following criteria:
- Must be the senior pastor of a church within the NorthStar Church Network
- Must have been a senior pastor for at least three years
- Must self-assess as an introvert
- Must be confirmed as an introvert according to the Myers-Briggs Type Indicator
(MBTI) Form M Assessment (this will be mailed to eligible participants)
If you meet the above criteria and are willing to participate in the study, please contact Shawn
Liebegott at spliebegott@liberty.edu or via his cell phone, 703-362-2373. Shawn is a graduate
student in the Rawlings School of Divinity at Liberty University and is conducting this research
as part of the requirements for a Doctor of Education in Christian Leadership degree.
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Appendix G – Initial Research and Interview Questions

The interview questions are listed below each research question they attempt to address.
RQ1. What are the positive and negative implications for introverted senior pastors as
they experience the Extrovert Ideal within the church?
IQ1. Describe the extent to which you have or have not witnessed the
phenomenon that the ideal leaders in the church are perceived to be extroverts.
IQ2. As an introverted church leader, describe a time when you had to be more
extroverted in your leadership.
IQ3. What were the positive and negative implications of acting more extroverted
in your leadership style?
RQ2. To what extent, if any, has the Extrovert Ideal impacted the leadership styles of
introverted senior pastors?
IQ1. How would you describe your leadership style as an introvert?
IQ2. How does your leadership style compare with that of the expectations of the
congregation?
IQ3. In what ways has your leadership style been impacted by the expectations of
your congregation.
RQ3. To what extent, if any, have introverted senior pastors ever questioned their call to
leadership in the church?
IQ1. Describe your call to leadership in the church
IQ2. Explain whether or not there was ever a time when you questioned whether
or not you had the right personality type to lead others within the church.
IQ3. To what extent, if any, have you experienced exhaustion as an introverted
pastor and how has this impacted your call to leadership.
RQ4. How do introverted senior pastors communicate their unique leadership style to
their congregation in order to manage expectations?
IQ1: How do you communicate your leadership style to your church?
IQ2: Describe a time when you experienced a misunderstanding between your
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leadership style and the expectations of others.
IQ3: What have been the best practices that have contributed to your success as
an introverted senior pastor?
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Appendix H – Final Research and Interview Questions

RQ1. To what extent, if any, have introverted senior pastors ever questioned their call to
leadership in light of their personality?
IQ1. Describe your call to leadership in the church.
IQ2. Did your introverted personality factor into your call to becoming a senior
pastor?
IQ3. Has there ever been a time when you questioned whether or not you had the
right personality for leadership in the church?

RQ2. What are the implications for introverted senior pastors as they experience the
Extrovert Ideal within the church?
IQ1. The Extrovert Ideal is broadly defined as the notion that the ideal leaders in
North American culture are extroverts. Describe the extent to which you have or have not
experienced the Extrovert Ideal within the church.
IQ2. When are those times when you have to be more extroverted in your
leadership?
IQ3. What are the implications of acting more extroverted in your leadership?
IQ4. Do you need to recharge after those times in leadership that call for more
extroversion? If so, how do you recharge?
IQ5. Has there ever been a time when you felt pressured to be more extroverted in
your leadership?
RQ3. To what extent, if any, has the Extrovert Ideal impacted the leadership styles of
introverted senior pastors?
IQ1. How would you describe your leadership style and key leadership strengths?
IQ2. How would you describe the leadership expectations of your congregation?
IQ3. In what ways has your leadership style been impacted by the expectations of
your congregation?
IQ4. In what ways has your leadership been impacted by the Extrovert Ideal?
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RQ4. How do introverted senior pastors communicate their leadership style to their
congregation in order to manage expectations?
IQ1: How do you communicate your leadership style to your church? Does that
happen more intentionally or organically?
IQ2: Has there ever been a time when you experienced a misunderstanding
between your leadership style and the expectations of others.
IQ3: What have been the best practices that have contributed to your
communication success?
IQ4: What advice or resources would you offer to a young person who might be
wrestling with their introverted personality and their call to leadership in the church,
particularly how they will communicate their leadership style?
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Appendix I – Expert Panel Feedback Email

Dear [Expert Panel Member],
Thank you for agreeing to be part of my expert panel. I’m attaching two documents to this
email: my research profile and my interview questions. You can read the ‘Research Problem and
Gap’ and the ‘Research Purpose Statement’ to get a high-level overview of the research. I think
that will help give you an understanding of my RQ's and interview questions.
The purpose of the expert panel and the main thing I need feedback on is the interview
questions. Even though the interviews with the senior pastors will be semi-structured, the
interview questions will serve as a guide during the interviews. With that said, I need to make
sure that each interview question serves the purpose of the broader research question which it
falls under if that makes sense.
The feedback can be written directly on my attached interview questions. Feel free to use that
document to highlight questions, suggestions, corrections, etc. I appreciate all feedback that you
have.
Once I get the feedback from all of the expert panel members, I will consolidate and then make
the appropriate changes to my interview questions.
Thanks again for your help.
Shawn Liebegott
Doctoral Candidate
Liberty University
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Appendix J – Research Information Provided to Expert Panel Members
Research Problem and Gap
The problem this researcher hopes to address has to do with the notion that North
American culture caters to extroverts. Cain (2012) calls this the Extrovert Ideal. She wrote, “We
live with a value system that I call the Extrovert Ideal – the omnipresent belief that the ideal self
is gregarious, alpha, and comfortable in the spotlight” (p. 4). This ideal extends to leadership
where the most effective leaders are thought to be extroverts. As a result of the Extrovert Ideal,
many introverted church leaders potentially feel the pressure to become more extroverted in their
leadership style. This can be exhausting for introverts who tend to avoid large social gatherings
and draw energy from times of solitude (Laney, 2002). For introverted leaders, the results of
consistently trying to be more extroverted can be stress, frustration, burnout, and an inability to
reach one’s true leadership potential. Thus, the main problem this researcher seeks to explore is
the impact of the Extrovert Ideal on introverted senior pastors.
In light of the above information, there is quite a significant amount of research on the
differences in personality types between introverts and extroverts. In addition, there are several
studies that point to the belief that extroverts are perceived as better leaders than introverts
(Fleeson et al., 2002; Laney, 2002; McHugh, 2009; York, 2016; Zelenski et al., 2012). However,
there is relatively little research on the potential impact that the Extrovert Ideal has on
introverted leaders. This is also true within the church. For example, there have been a couple of
studies on the effectiveness of introverted church leaders but nothing in terms of examining the
impact of the Extrovert Ideal on introverted senior pastors. Thus, this study will attempt to fill
this gap by exploring the extent of the impact of the Extrovert Ideal on introverted senior pastors
who lead churches who are cooperating members of the NorthStar Church Network located in
northern Virginia.
Research Purpose Statement
The purpose of this phenomenological study is to explore the impact of the Extrovert
Ideal on introverted senior pastors who lead churches within the NorthStar Church Network. At
this stage in the research, the Extrovert Ideal will broadly be defined as the perception that the
ideal leaders in the church are extroverted. The overall theory that will guide this research is a
combination of strengths-based leadership and authentic leadership.

192

Appendix K – NorthStar Church Network Official Approval Notification

Bryan Jones <bjones@northstarcnet.org>
Fri 4/30/2021 2:30 PM
To: Liebegott, Shawn Patrick
Cc: Dee Whitten <dwhitten@northstarcnet.org>
Shawn,
This email is for your records to officially let you know that the NorthStar Church Network is
willing to assist you with your doctoral dissertation for Liberty University. It is our
understanding that you will be interviewing and surveying around 10 of our senior pastors who
are identified as introverts to gain knowledge of how they have conducted ministry and served.
Let me know if you need anything else or any other approval to proceed. As I mentioned, I have
4 or 5 pastors already willing to assist and we will be posting information about the research in
our upcoming newsletters. Have a great weekend.
Bryan Jones
Associate Executive Director
NorthStar Church Network

